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ABSTRACT 
African American Females Holding Executive Administrative Positions at California 
Community Colleges: A Phenomenological Study of Cultural Influences and 
Opportunities 
by Daria D. Reynolds 
Purpose: The purpose of this phenomenological study was to explore the lived 
experiences of African American female presidents, vice presidents, deans, associate 
deans, and directors serving at a California community college (CCC) and to explore 
what African American cultural influences or other opportunities contributed to their 
becoming administrators.  
Methodology: This phenomenological study explores the lived experiences of African 
American female administrators of CCCs.  This study highlighted the essence of those 
lived experiences.  The respondents were chosen based on specific criteria.  The 
researcher then conducted structured web-conference interviews that described the 
essence of the lived experiences of the 10 African American female administrators of 
CCCs. 
Findings: African American administrators of CCCs acknowledged the common 
stereotypes that influence how they are perceived.  African American female 
administrators, as leaders, were perceived as angry Black women because they overly 
expressed their passion and concerns for students.  African American administrators of 
CCCs have to work harder to prove they are knowledgeable of their job and are 
competent.  African American administrators of CCCs have a strong sense of their 
African American cultural identity.   
vii 
Conclusion: This study supports the negative perception of African American females, 
which causes African American female administrators to question their leadership 
abilities.  African American female administrators develop backbone from their lived 
experiences, which contributes to their success.  African American female administrators 
develop resilience through the challenges they face during their career advancement.  
African American female administrators’ culture plays a significant role in their career 
choice, which shapes their perspectives on diversity at CCCs. 
Recommendations: Additional research is needed in the area of underrepresentation of 
African American female administrators of CCCs.  It would be beneficial to replicate this 
study using the population of African American female administrators of larger 
community college districts in the United States, and also to conduct a comparative 
analysis on the differences in lived experiences between Black and biracial female 
administrators.   
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CHAPTER I: INTRODUCTION 
Executive leadership positions exist within many, if not all, organizations.  
Whether they exist in a large or small organization, when executive leaders are hired, 
they are hired for management roles (Marquardt, Steinbacher, & Schreurs, 2016).  The 
search for ethical leaders has increased in many organizations (Marquardt et al., 2016).  
However, there are a select few diverse employees who reach executive-level positions 
within an organization.  This has been especially true for women and minorities 
(Ramones, 2017).  In 2013, women held 20 of the 120 executive leadership or C-level 
positions in Fortune 500 companies and were the minority in the business world (Blayney 
& Blotnicky, 2017).  This issue was not unique to Fortune 500 companies.  Higher 
education needs to consider the underrepresentation of women and minorities in 
leadership positions (Kiral, 2019). 
A report from the Office of Women in Higher Education, American Council on 
Education stated that women presidents are diverse racially and ethnically (Allan, 2011).  
The report also highlighted that of the 453 women CEOs in higher education institutions, 
16% were women of color.  The following was the breakdown of participants: 39 were 
African American, 24 were Hispanic, seven were American Indian, and two were Asian 
American.  Although 39 African American women CEOs appeared to be a significant 
number of participants, Jamison’s (2018) description of African American participation 
was reflected as a scarce phenomenon.  Kiral (2019) found that African Americans tend 
to hold minimal academic positions, lacking power and influence.  On the contrary, Kiral 
argued that since the 1960s, there has been a substantial increase in the number of senior-
level African American administrators at traditionally White institutions.  Like Kiral, 
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Seltzer (2017) agreed that there have been recent increases in the number of minority 
administrators.  Gaston (2015) added that women presidents are increasing; however, 
racial and ethnic minority presidents are decreasing.  The lived experiences and factors of 
several African American executive leaders affect their calling at community colleges as 
executive leaders (Hague & Okpala, 2017). 
The experiences of Black female executives are discussed throughout literature on 
African American executive leaders in higher education and suggest the constricting 
realities regarding social, political, spiritual, theoretical, and other factors that influence 
executive leaders’ development and leadership style approach (Counts, 2012).  In 
addition, the literature describes how the civil rights and women’s rights movements 
influence Black leaders’ career choices and desire for advancement (Counts, 2012).  It is 
important to understand how influences and opportunities overshadow barriers and 
encourage Black female executive leaders to follow their choice of career and desires for 
advancement. 
Background 
African American Women in Leadership Positions 
There is considerable research on the subject of underrepresentation of Black 
females in leadership positions at community colleges (Beckford-Bennett, 2009; Gable, 
2011; Humphrey, 2012).  According to Teague (2015), the overall percentage of 
academic administrators, leading colleges and universities, is disproportionately low at 
29% even though 59% of students are women.  The percentage of African American 
female presidents is even lower at 24%.  Women make up the majority of students in 
colleges or universities in the United States; however, a third of college presidents were 
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women in 2016 and less than a fifth were from a racial or ethnic minority group 
(American Council on Education [ACE], 2017). 
African American Female Opportunities 
Even long before the civil rights movement, Mary McLeod Bethune, founder and 
president (1904) of the Daytona Normal and Industrial Institute for Negro Girls of 
Daytona, Florida, shared experiences through literature of some of the same challenges 
and barriers that still exist today such as violence, oppressive campus policies, and 
discrimination.  Nevertheless, she made a significant contribution to education as 
president and founder of the Bethune-Cookman College (Gray, 2019). 
An African American woman named Anna Julia Cooper who was born a slave 
faced many challenges and barriers, yet she earned one of the first PhD degrees issued to 
an African American.  She also shared influences and opportunities offered by others 
who encouraged her to pursue a career in higher education.  Cooper was influenced by 
many scholars in academia to provide social justice work and was offered the opportunity 
to become president of Frelinghuysen University in 1930 (Gaston, 2015).  Cooper and 
other female presidents overcame challenges and barriers and used cultural influences 
and opportunities to pursue their advancement in leadership positions at higher education 
institutions (Gray, 2019). 
Minority Served Institutions 
There was an increase in women presidents in higher education from 1986 to 
2016, according to the ACE (2017), which is depicted in Figure 1.  The data also 
highlight that the rate of increase slowed considerably from 1998 to 2016. 
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Figure 1. Percentage of presidencies held by women. From American College President Study 
2017, by American Council on Education, 2017, Figure 10. 
 
More specifically, female presidents grew to 16.8% in 2016, up from 12.6% in 
2011, with a large percentage of growth from the African American population (ACE, 
2017).  The number of college presidents of African American decent grew to 7.9% in 
2016 from 5.9% five years earlier.  Although there was some growth in recent years, 
fewer minority presidents led minority served institutions (MSIs) in 2016 (Seltzer, 2017).  
The percentage of minority presidents employed in an MSI was 36% in 2016 compared 
to 53% in 2011.  Figure 2 illustrates the percentage distribution at MSIs and non-MSIs by 
race and ethnicity. 
 
 
Figure 2. Percentage distribution of presidents at MSIs and non-MSIs by race/ethnicity. From 
American College President Study 2017, by American Council on Education, 2017, Figure 13. 
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Problem Concerning Black Females in Higher Education 
Researchers determined that a well-known issue is that a problem does exist 
concerning Black females as administrators in higher education (Alexander-Lee, 2014; 
Britton, 2013; Gaston, 2015).  However, Black female administrators pursued a career at 
community colleges based on influences and opportunities they received from others.  
The lived experiences of Black female administrators of California community colleges 
(CCCs) were the focus of this study.  
What is also known from research documented by Alexander-Lee (2014) is that 
there are a lower number of minorities in the role of community college administrators, 
and the tenure and promotional process is more of a challenge for Black females.  What 
is still unknown are the personal experiences of these prominent women.  
Role of a Higher Education Administrator 
The role of the administrator was studied by many researchers such as Reed and 
Neville (2014) and Opp and Gosetti (2014).  Research has shown that a new era and a 
new role is required of African American females at community colleges.  It also 
suggests that new contributions are being offered by these administrators.  Opp and 
Gosetti agreed that college administrators should be aware of the process and be 
prepared.  Like Opp and Gosetti, Britton (2013) agreed that strategic partnership in 
administration should be developed by administrators in their first few years.  In 
describing the role of the position being studied, Reed and Neville’s (2014) research 
showed that an African American female administrator should distinguish herself and 
stand out from the crowd. 
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 Community colleges are heavily involved with their communities and therefore 
have a responsibility to engage with their neighborhoods (O’Meara & Jaeger, 2019).  The 
goal of public education is to provide a “common good” by offering resources to all, a 
college that empowers and enables individuals to develop a quality of life they see 
appropriate (Reis, Lu, & Miller, 2016).  Moreover, academic administrators have the 
responsibility of making decisions that impact the faculty, students, and staff in their 
school communities (Morris & Laipple, 2015).   
 In an article by Morris and Laipple (2015), a sample of academic administrators 
completed a survey and concluded that they were less prepared for the leadership role 
than they had anticipated.  Overall, participants felt that they were less prepared in 
document processing and handling appeals (Morris & Laipple, 2015).  Participants who 
completed courses in business and human resources were more prepared (Morris & 
Laipple, 2015).  The survey also concluded that courses in psychology and sociology 
contributed to the preparedness of their administrative positions (Morris & Liapple, 
2015). 
Sociological and Psychological Foundations 
There are sociological and psychological foundations that contribute to the lived 
experiences of Black female administrators of CCCs.  Therefore, a gap has been created 
concerning the information of self-efficacy of Black females at community colleges.  
Without a clear understanding of self-efficacy of African American women, it is most 
difficult to interpret their expectations and desired outcomes. 
Sociological issues experienced by African American administrators occur daily 
on community college campuses, and the presence and implications for counseling for 
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Black women are required (Delgado & Allen, 2019).  African American women thrive in 
community college environments that validate their educational and career aspirations as 
well as their ability to fulfill them (Delgado & Allen, 2019).  Briggs and Tang (2011) 
believed that administrators who value being able to assist students, enjoy classroom 
instruction, and like being part of a learning environment marked by appreciation for 
diversity feel validated on campus and contribute to the success of the students. 
Psychological foundations, according to Randolph (2019), consist of the 
development of equal partnership in minorities.  Most historically Black colleges and 
universities (HBCUs) have been serving as an equal partnership for minority 
administrators for more than a century (Alexander-Lee, 2014).  In California, some 
higher education institutions have only been serving a few decades, and there are several 
that have not developed an equal partnership for minorities at all. 
Miles (2012) agreed with Beckwith, Carter, and Peters (2016) in stating that 
sociological and psychological experiences should be shared experiences in order to get a 
complete view of the overall experiences of African American administrators.  Clark 
(2019) indicated that the psychological data from the American College President study 
(Allan, 2011) revealed that the gain in African American women as chief executive 
officers (CEOs) has occurred in recent years.  Based on these increases, the trajectory of 
African American women in senior administrative positions is compelling (Clark, 2019).  
However, this will continue to be a battle for African American women based on their 
experiences at community colleges. 
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African American Culture Influences 
Articles by Edmondson (2012), a psychologist, reflected that African American 
women face bicultural life experiences in which their personal and work personalities are 
different.  The different personalities created stressors that did not allow African 
American women the opportunity to be themselves at work (Cain, 2015).  California 
consists of a multitude of bicultural and multicultural races, and the community campus 
atmosphere is filled with a significant number of races.  Being bicultural and 
multicultural may cause a psychological impact on administrators as well as students on a 
smaller campus (Edmondson, 2012).  However, these individuals can overcome 
challenges and obstacles psychologically according to Iwabuchi (2018). 
Lived Experiences of African American Female Administrators 
Lived experiences of African American females at community colleges include 
overall experiences, experiences of faculty, experiences of administration, salary issues, 
and racism (Lomotey, 2019).  Researchers such as Humphrey (2012) and Kena, Aud, and 
Johnson (2014) expressed the personal pillars of influence that supported presidents as 
they ascended to the community college’s level.  The pillars were family, faith, and 
educational experiences.  However, Humphrey (2012) did not address the experiences 
that African American female presidents had with faculty at the community college and 
the influences and opportunities they may have experienced.  
Humphrey (2012), an organizational leader and an African American 
administrator, shared her lived experience at a community college: 
I have worked in higher education and student affairs for over 17 years by 
working my way through the hierarchical levels.  Some of my experiences (for 
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example, feeling isolated and being an outsider) have been similar to other Black 
females in leadership. (p. 3) 
Other Black American senior executive administrators discussed tenure and the 
promotional process.  According to Humphrey (2012), many African American women 
experienced issues with the promotional process at community colleges in California.  
Participants were available and prepared to candidly share crisis events that affected their 
lives during their tenures at a community college (Bates, 2015).  Britton’s (2013) 
research discussed several issues with salary, tenure, and the promotional process that 
several African American female administrators experienced. 
Experience of Growth 
Black female administrators also experienced advancement based on influences 
and opportunities they were offered.  Allan (2011) reported that the shared presidency 
had tripled in the last 20 years.  A total of 453 women CEOs, representing 16% of all 
presidents, head U.S. colleges and universities.  Of the 453 women CEOs, 39 were 
African American, 24 were Hispanic, seven were American Indian, and two were Asian 
American. 
Many of the participants worked in student affairs.  The experiences of female 
African Americans’ pathways included the glass ceiling effect (seeing through to the top) 
and overcoming discrimination.  Beckwith et al. (2016) argued that despite the gains 
made as a result of the women’s movement and litigation to remove overt discrimination, 
significant systemic factors, including the glass ceiling, continued to remain for women 
to ascend to the highest levels of the organization. 
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Three-Step Process 
Moreover, Beckwith et al. (2016) asserted that even after women joined the 
executive track for career advancement and approached the top rungs of the corporate 
ladder, they often decided to “jump off” because of frustration and disillusionment.  
Career-driven African American female administrators stated that there were too many 
challenges or barriers that forced them to step down.  Beckwith et al. (2016) asserted that 
in order to shatter the glass ceiling, a “small wins” strategy based upon incremental 
change, which targets specific biases in order to chip away at them, is the way forward.  
In doing so, barriers to the ascension of women can be removed through a structured 
three-step process.  The first step is problem identification—identifying the barrier or 
obstacle that may prevent them from moving forward.  The second step is diagnosis—
diagnosing the distinctive characterization of a phenomenon.  The third and final step is 
experimentation—an action or process of trying something new in a systematic way 
(Britton, 2013). 
Removing a three-step process may not be an effective career development plan.  
Sue, Sue, Neville, and Smith (2019) found that African Americans as a group may not 
have effective career development plans, and as a result, African Americans were 
contributing to their lack of opportunity.  Sue et al. also stated that it is essential to have 
an effective career development plan, and many with the lack of a development plan will 
reduce their rate of opportunity. 
Effective Development Plan 
Simmons (2009) believed that an effective development plan would include 
survival strategies of Black female administrators in community colleges.  Research 
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conducted by Simmons provided additional perspectives by making the recommendations 
specific to African American women in the management of their careers.  Women must 
know what they want.  After discovering what they want, women must choose a career 
path based on those wants.  Opp and Gosetti (2014) stated that a survival strategy would 
be to ensure completion of credentials.  At a community college, women need to make 
efforts to secure a position and to familiarize the culture.  Miles’s (2012) research was 
supported by that of Opp and Gosetti (2014) who stated that African American female 
administrators must meet the demands of the college or university. 
There is a gap in the research according to Beckwith et al. (2016) and Cain 
(2015).  What is known, according to Black females at community colleges based on 
their lived experiences, is that racial- and gender-related incidents occur on campuses.  
Green’s (2016) research supported that African American males receive a larger salary 
than African American females.  However, African American females are more visible as 
administrators on college campuses and share the influences and opportunities they 
received along the way.  This reflects the issue of gender versus race. 
Lomotey (2019) identified three dominant factors that also present barriers to 
African American women’s advancement into leadership positions in higher education: 
(a) lack of socialization to faculty life, (b) lack of significant mentoring, and (c) the 
inefficiency to articulate a feasible research schedule. 
Today, African American females are still experiencing a double negative as 
being African American and being women.  Forty-five years after the civil rights 
movement and 30 years after the women’s rights movement, African American women 
are still engaged in an ongoing struggle with the insidious, double discrimination of 
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racism and sexism (Clarke, 2019).  Like Clarke (2019), Gaston (2015) believed that 
African American women administrators at community colleges and universities were 
still facing racism and sexism so many years after the civil rights movement; however, 
they continue to use influences and opportunities offered to them in their pursuit of 
advancement. 
Statement of the Research Problem 
Researchers have conducted extensive scholarly studies on Black female 
administrators at community colleges (Curtis & Showunmi, 2019); however, limited 
studies have explored the lived experiences of African American administrators at 
community colleges in the Inland Empire and the influences and opportunities they 
received in pursuit of becoming organizational leaders at community colleges.  Scholarly 
research on Black females in higher education has demonstrated a demand for additional 
targeted inquiry on the experiences of this group of organizational leaders (Gardner, 
Barrett, & Pearson, 2014).  The problem is that there has been minimal research 
conducted to bring a unique voice of the experiences of Black females in administration 
at community colleges. 
 Although there has been research that shows an increasing number of Black 
females in administrative positions, the trend does not appear to translate into an increase 
in Black females in senior and academic administrative executive-level positions 
(Gardner et al., 2014).  This phenomenological study used face-to-face interviews to 
discuss the experiences of Black females and their perspective on how influences and 
opportunities supported their decision to go after a career at a community college as a 
senior- and/or executive-level administrator. 
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 The literature emphasizes that African American administrative women at 
community colleges are inadequately represented.  According to Gardner et al. (2014), 
“Despite literature emphasizing the importance of their presence on college campuses to 
minority student’s success, African American female administrators are severely 
underrepresented in higher education” (p. 235). 
In the interviews administered to African American women in administration at 
community colleges, they shared their lived experiences with aspiring future 
organizational leaders.  The influences and opportunities provided to African American 
women administrators in higher education will encourage student affairs to hire a more 
diverse staff (Humphrey, 2012).  The elimination of silent voices of the African 
American female administrators at community colleges telling of their unique 
experiences may open doors and increase the number of African American senior- and 
executive-level positions at a large community district in the Inland Empire. 
Purpose Statement 
The purpose of this phenomenological study was to explore the lived experiences of 
African American female presidents, vice presidents, deans, associate deans, and 
directors serving at a California community college (CCC) and to explore what African 
American cultural influences or other opportunities contributed to their becoming 
administrators.  
Research Questions 
 This study was led by two research questions and seven subquestions that 
explored the lived experiences of African American women holding administrative 
positions at CCCs. 
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Central Research Questions 
1. What are the lived experiences related to cultural influences and opportunities of 
African American women holding administrative positions at a CCC? 
2. What influence from African American culture motivated and contributed to African 
American females who became administrators of CCCs? 
Subquestions 
1. Why did you choose to become an administrator of a CCC? 
2. What experiences influenced your decision? 
3. What challenges did you receive prior to becoming an administrator of a CCC? 
4. What is your cultural background or ethnicity? 
5. What role did your cultural background or ethnicity play in the choice of your career? 
6. What was the level of support you received from those of your cultural background or 
ethnicity? 
7. What was the level of support you received from those of a different cultural 
background or ethnicity? 
Significance of the Problem 
Sociological and psychological foundations contribute to the lived experiences of 
Black female administrators in community colleges (Mitchell, 2019).  According to 
Alexander-Lee (2014), there are a lower number of minorities in the role of community 
college administrators, and the tenure and promotional process is more of a challenge for 
African American women.  Gardner et al. (2014) reported that it is important to employ a 
diverse staff at community colleges. 
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Statistics on leaders in education in 2014 stated that White women made up 18% 
of superintendents, Black women made up 1%, and women of other races and ethnicities 
together made up 1% (Finnan, McCord, Stream, Peterson, & Ellerson, 2015).  There is a 
benefit to diversity of women of color, according to Hill, Miller, Benson, and Handley 
(2016) who acknowledged that women are considered to have strong communication 
skills and may effectively reach out to students.  Students benefit when student affairs 
staff is composed of a diverse staff who serve as role models (Hakkola & Ropers-
Huilman, 2018). 
African American female administrators value being able to assist students, enjoy 
classroom instruction, and be part of a learning environment that is diverse (Oakes, 
Lipton, Anderson, & Stillman, 2018).  Diversity factors on campus make African 
American female administrators feel validated and contribute to the success of the 
students (Oakes et al., 2018).  According to Simpson (2001), “Our numbers are low but 
our triumphs sizable—and we realize that the telling and passing of our stories and 
learned strategies are essential [for] our own survival and for those preparing to follow in 
our footsteps” (p. 660). 
There is research that proves there is underrepresentation of staff members of 
color (Slay, Reyes, & Posselt, 2019), and although a growing number of women are 
present, they are underrepresented in senior-level positions (Gardner et al., 2014; Turner, 
Gonzalez, & Wong, 2011). 
Furthermore, this study will fill the gap in literature through lived experiences of 
African American female administrators by evaluating components that support and/or 
block the career success of this minority group.  The results of this study may assist 
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student affairs professionals in reconstructing their hiring process to include a diverse 
staff of qualified African American female administrators.  It may also inspire African 
American female college students, African American female students who are minors, 
and all women of color to strive to become administrators in a higher education setting. 
Definitions 
For purposes of this study, the following terms were defined: 
Administrators. Any person employed by the governing board of a district in a 
supervisory or management position such as president, vice president, dean, associate 
dean, and directors (California Community Colleges Chancellor’s Office [CCCCO], 
2018). 
Barrier. Hindrance to access, equality, or possession based on an individual’s 
gender, ethnicity, racial heritage, limitations, religious preferences, or sexual orientation 
whether actual or perceived (Dace, 2012; Tuitt, 2011). 
Chilly climate. Term first used by Hall and Sandler (1982) when describing the 
atmosphere faced by African American and Hispanic women faculty members and 
students on campus (Cattelino, 2019). 
Civil Rights Act of 1964. Federal legislation that banned various forms of 
discrimination geared toward minorities and women relative to access to public facilities, 
education, religious beliefs, job equity, workplace environment, voter registration, 
employment, ethnicity, gender, and race (Martin, 2011). 
Colorism. A term coined by Alice Walker in 1982 to depict the practice of 
discrimination based on the color of a person’s skin, which places him or her within a 
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certain tier or class where wealth and social status are dependent upon skin color (Webb, 
2019). 
Culture. Integral characteristics of a group, organization, or institution (Martin, 
2011). 
Discrimination. Showing bias, favor for or against, special treatment to a 
particular person or group over another specific person or group based on race, ethnicity, 
gender, sexual orientation, religious preferences, and disabilities perceived or actual 
(Dace, 2012; Martin, 2011). 
Glass ceiling. Invisible yet perceived impermeable barriers within the upper 
echelons of management, administration, higher education, or the corporate ladder 
structure that prevents minorities and women from advancing to the higher ranks of 
authority regardless of their education, qualifications, and accomplishments.  The glass 
ceiling is a metaphor for the “glass” through which minorities or women can see higher 
level positions, but they are not able to attain those positions because of the “ceiling.” 
(Dace, 2012; Jackson & O’Callaghan, 2009; Martin, 2011). 
Hegemony. The leadership or dominance of one group over another, 
preponderance of authority; predominant leadership of one group over another, the social, 
cultural, ideological, or economic influence exerted by a dominant group (“Hegemony,” 
n.d.). 
Historically Black colleges and universities (HBCUs). Institutions of higher 
learning that were established before 1964 to provide an education to the African 
American community.  Currently, there are 105 HBCUs, which include 2-year and 4-year 
public and private educational facilities and medical schools (HBCUPages, n.d.). 
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Influences. “The capacity to have an effect on the character, development, or 
behavior of someone or something or the effect itself” (“Influences,” n.d., para. 1). 
Minority. A smaller section of a larger group; someone who has the least amount 
of authority or control; a racial, political, religious entity, or group with perceived or 
actual shared differences that have little or no representation or voice in society (Dace, 
2012; Martin, 2011; Turner & Quaye, 2010). 
Narratology. A succinct method of eliciting stories of lived experiences from 
people regarding their cultural background, traditions, and individual preferences 
(Khwaja & Mahoney, 2019). 
Nigrescence. French term that means the psychological and existential process of 
becoming Black: 
It is a process that maps the psychological steps that some African Americans 
traverse in movement from a reference group orientation or social identity for 
which being Black and Black culture play an insignificant role in their self-
concept dynamics to a group identity for which race and Black culture are central. 
(Alexander-Lee, 2014, p. 27) 
Opportunities. A set of circumstances that makes it possible to do something like 
obtaining a chance for employment or promotion and the greatest opening to add value to 
people in ways that best align with who they are (“Opportunity,” n.d.). 
Senior-level positions. For the purpose of this study, senior-level positions 
include administrators such as presidents, vice presidents, deans, associate deans, and 
directors of a CCC district (CCCCO, 2018).  
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Token/tokenism. Members of a “skewed group that are often treated as 
representatives of their category; as symbols, rather than individuals. . . . Tokens can also 
be solos, the only one of their kind present” (You, 2019, p. 30).  
Delimitations 
The study was delimited to senior-level female administrators who self-identified 
as African American or of African American decent, working at a CCC.  This includes, 
but is not limited to presidents, vice presidents, deans, associate deans, and directors. 
Organization of the Study 
The remainder of the study is organized into four chapters, references, and 
appendices.  Chapter II dictates what is known about the history of Black female 
administrators, the role of a college administrator, and the current growth within the 
United States, particularly in Southern California community colleges.  Chapter II also 
reviews the shared lived experiences of Black American female administrators, including 
influences and opportunities that lead to their success as college administrators.  The 
research design and methodology of the study is included in Chapter III along with the 
population, sample, and the collection of data procedures.  The findings of the study are 
presented in Chapter IV.  The summary, conclusions, and recommendations of the study 
are presented in Chapter V.  
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CHAPTER II: REVIEW OF THE LITERATURE 
The existence of literature on the subject of African American female academic 
administrative leaders in community colleges is scarce.  Doctoral dissertations were the 
most used source for this research due to the insufficient amount of closely connected or 
appropriately published books and journals.  Seminal works and recent research on this 
topic were included in the literature review.  Community colleges in the United States, 
California community colleges (CCCs), executive leadership positions, African American 
female executive positions, African American cultural aspects, educational influences, 
lived experiences, barriers, influences, and opportunities are all organized sections of 
Chapter II. 
Community Colleges in the United States 
As stated in the Inside Higher Education Surveys of Community Colleges, U.S. 
community colleges identified strengths, explored careers, and reached the educational 
and life goals of millions of students (Lederman & Jaschik, 2016).  The American 
Association of Community Colleges (AACC, 2016) stated that community colleges 
receive all who have the determination to learn heedless of their economic status, social 
status, and academic status.  Community colleges should accept and educate anyone who 
has the desire to learn.  Community colleges are accessible to a large number of 
individuals and continue to develop at 1,167 campuses, and when branch campuses are 
included, the number is 1,600 (AACC, 2016).  With such a large number of campuses 
and branch campuses, availability to attend community colleges should be plentiful. 
Beginning nearly 100 years ago, Joliet Community College publicly funded 
higher education at close-to-home facilities (AACC, 2016).  However, the location cities 
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used to build community colleges were a concern of many leaders of American colleges.  
Although many leaders of American colleges had concerns about the location cities of 
community colleges, close-to-home facilities might encourage members of the 
neighborhood to attend community colleges.  According to Diner (2017), from the 
beginning of the 19th century, leaders of American colleges shared concerns about the 
negative influences of cities.  Their concerns addressed the development and construction 
of higher education institutions located in small or large cities.  Diner also described a 
short story of American colleges published in Universities and Their Cities: Urban 
Higher Education in America by Louis A. Dunn, a Baptist minister and president of 
Central University of Iowa, in 1876.  Dunn concluded that college administrators in quiet 
rural towns accomplished more and worked harder than college administrators in other 
local cities (Diner, 2017).  College administrators’ work ethics are not solely based on the 
quiet rural town or location city of the college.  Larger cities with business centers where 
people congregate should not be considered for a college location (Diner, 2017).  
Although this may be true, formerly disinvested central-city neighborhoods, termed 
gentrification, have increasingly unfolded within the United States (Hwang & Lin, 2016). 
Evidence suggests that the patterns of restoration of central-city neighborhoods 
are incorporated by racial inequalities, meaning low-income Black and Brown 
neighborhoods are least likely to experience the inundation of White, middle-class 
residents (Hwang & Sampson, 2014).  Patterns of gentrification do appear to be 
desegregated, especially within a community college or institution.  With the continued 
building of higher education institutions, a mission statement for colleges and universities 
in Black and Hispanic neighborhood facilities was created. 
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In his book, The Community College Story, George Vaughan (2006) discussed 
how the mission of the community college is to supply education to all individuals, 
mostly returning adults, at a more economical rate than public and private 4-year 
institutions.  In a like manner, Lederman and Jaschik (2016) reported that the mission 
statements of thousands of higher education institutions include the improvement of 
college and career planning admissions that will increase the enrollment management and 
student success of millions of students around the globe. 
The community college quickly emerged into a universal higher education for all 
who desire to learn (Ramones, 2017).  Vaughan (2006) believed that community colleges 
would benefit society by fighting for socioeconomic challenges of those who were poor 
and uneducated and chose to learn.  Socioeconomic challenges of those who are hapless 
and uneducated would not only benefit from attending college, but society, as a whole, 
would benefit from those individuals attending community colleges. 
 Today, community colleges continue to serve communities in larger cities as well 
as in smaller urban cities throughout the United States (Ramones, 2017).  Workforce 
education, remedial classes, and core studies that prepare students for a successful 
transfer to higher education universities are still the main focus of community colleges 
(Vaughan, 2019).  The effort of this focus has drawn national political attention and has 
prompted politicians with the notion of offering no-cost tuition at community colleges.  
According to Hudson (2016), “The 44th President of the United States, Barack Obama, 
proposed the America’s College Promise plan to make two years of community college 
free for responsible students, letting them earn the first half of a bachelor’s degree and 
earn skills needed in the workforce at no cost” (p. 1).  The proposal suggested that the 
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responsibility for offering support to students while they maintain passing grades and 
follow the pathway to graduation would be on the community college (Hudson, 2015).  If 
successful, this plan could essentially impact 12,800,000 students (AACC, 2016). 
California Community Colleges 
The largest system of higher education in the world is the California Community 
Colleges (CCC) system with 114 colleges organized into 72 districts serving over 
2,000,000 students (Community College League of California, 2018).  These colleges 
offer associate degrees, transfer education, and workforce development programs 
(Community College League of California, 2018).  These community college programs 
offer students the option of obtaining a higher degree and prepare them for success in the 
corporate world.  The CCCs, California State University (CSU), and University of 
California (UC) are all part of the public postsecondary educational system (Community 
College League of California, 2018). 
The CCC system serves students from all ethnicities, ages, social backgrounds, 
political backgrounds, financial arenas, and all walks of life (Community College League 
of California, 2018).  Sixty percent of the students attend part time, and the average age is 
27 years (Community College League of California, 2018). 
Almost half of the community college faculty in California involving female 
faculty members, especially African American females, as a group has improved since 
the 1960s in most academic fields (Hill, Corbett, & St. Rose, 2013).  African American 
women remain underrepresented in high-paying, traditionally male-dominated fields such 
as science and technology (Hill et al., 2013).  Although, as a group, African American 
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females’ presence has improved since the 1960s, their salaries remain lower than those of 
their male coworkers, and their representation at community colleges is minimal. 
CCCs house a multitude of other ethnic and gender groups.  Table 1 shows the 
approximate percentages of ethnic and gender groups (Community College League of 
California, 2018).  According to the Community College League of California (2018), 
CCCs employ 85,000 people, including 18,000 full-time and 39,000 part-time faculty 
members, 26,000 support staff, and 2,000 administrators. 
 
Table 1 
Approximate Percentages of Ethnic and Gender Groups 
 
Students 
CCCs (2016–2017) 
(Percentages) 
Male 43.5 
Female 53.3 
African American    6.13 
Asian 11.53 
Filipino   2.84 
Pacific Islander   0.41 
Hispanic 43.61 
Native American   0.43 
White 26.42 
Multiethnic   3.68 
Nonrespondent   4.95 
Note. From Trustee Handbook, by Community College League of California, 2018, p. 2. 
Retrieved from https://www.ccleague.org/sites/default/files/trustees-resources 
/trusthdbk2018_final_.pdf 
 
 
The California public higher education system includes the CCCs, the CSU 
system, and the UC system.  The private sector includes all private colleges and 
universities within California (Community College League of California, 2018).  A 
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master plan was adopted by higher education officials and policy makers of California 50 
years ago and still defines the policies of the state’s higher education systems (CCCs, 
n.d.).  Many would agree that the master plan has successfully served California for 
several decades. 
 Today, community colleges face two major crises: the budget plan and the 
education gap as it relates to the supply of projected graduates.  During the greatest crises 
in history, CCCs are escalating their recruitment of Black students to increase the 
students’ chances of graduating and promoting as executive leaders at higher education 
institutions (Community College League of California, 2018). 
The CSU system is one of the largest and most diverse educational institutions in 
the world.  There are 23 CSU campuses, six of which have enrollments of at least 30,000 
students.  Additionally, the system enrolls more than 437,000 students, and the workforce 
totals 47,000 employees.  There are 23,000-plus faculty members on the 23 campuses, 
including executive administrative leaders.  In 2008, the university system issued more 
than 91,000 degrees (“College Graduation Rates,” 2009).  Despite the budget crisis, the 
administration of CSUs does not plan to give up its efforts on maintaining racial diversity 
or the projection of the PPIC. 
According to the Community College League of California (2018), by 2025, in 
California, a deficit of 1,000,000 college-educated workers is projected unless the state 
produces more college enrollments and graduations.  Hence, California cannot close the 
gap by hiring educated workers from elsewhere.  Instead, the state must produce 
graduates within California (Hill et al., 2013). 
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 One way to produce graduates is to enroll individuals in a community college that 
provides more opportunities to low-income individuals and include a disproportionate 
share of minority students (Melguizo & Dowd, 2009).  In an effort to produce more CCC 
graduates, it would be beneficial for community colleges to enroll more minority and 
low-income individuals.  This is particularly true in California, which is one of the most 
diverse states in the nation.  According to Melguizo and Dowd (2009), “African-
Americans make up seven percent of the citizenry and seven percent of community 
college students” (p. 1).  The number for this group is much lower at 4-year institutions.  
For a substantial proportion of those students, a community college is their only option 
for higher education based on their high school or previous college academic 
performance (Melguizo & Dowd, 2009). 
 In contrast to Melguizo and Dowd (2009), the article, “College Graduation Rates: 
Where Black Students Do the Best and Where They Fare Poorly Compared to Their 
White Peers” (2009), responded to the adoption of the 4% solution.  In response to the 
passage of Proposition 209 and the declining Black and Hispanic enrollments at the UC, 
the state would allow the top 4% of Black students in mostly Black Compton, California, 
high schools to qualify for admission in the UC system disregarding their grades or SAT 
scores.  The 4% solution would not restore racial diversity at selective California 
campuses; however, it may identify characteristics in this percentage of minorities that 
contribute to their advancement to senior- or executive-level positions of authority 
(“College Graduation Rates,” 2009). 
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Executive Leadership 
 According to Hunt Munoz (2019), executive leadership is the ability of those who 
manage or direct employees and students in an organization to influence and guide these 
individuals.  Executive leaders oversee business and educational activities as fulfilling 
organizational goals.  Although there are some executive leaders in higher education 
fulfilling organizational goals, the ACE (2017) explained that there is a shortage of future 
academic leaders and imputed this to aging professors, rising adjunct nontenured faculty, 
and doctoral students who, upon educational completion, chose an alternate profession.  
In addition, the ACE reported that the turnover rate was 50% of new executive leaders in 
education. 
 The importance of a board selecting and supporting a new president for the 
institution cannot be underestimated (AACC, 2016).  As a matter of fact, “In 2016, more 
than 50% of the presidents of colleges that award associate degrees reported that they 
anticipated stepping down within the next five years, yet only 21.2% of these colleges 
report having a succession plan in place” (AACC, 2016, p. 58). 
 A succession plan in the selection process of a new college president could 
include a majority population administrator.  According to the CCCCO (2016) Data Mart, 
women make up 54% of the student population with 64% of these female students being 
people of color, yet female administrators of color make up only 37% of educational 
administrators at CCCs.  This alludes to the challenges and opportunities of females of 
color gaining a position as an executive leader at a California higher education institution.  
It can also mean very few women of color have applied for these jobs. 
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 Diverse leaders are critical to the growth of institutions in the hiring aspect of 
executive leaders (Ernst &Young, 2009).  Leaders who show or verbalize a diverse set of 
experiences are important in the hiring process as executive leaders.  Leaders fostering 
innovation are particularly important, especially at colleges or universities responsible for 
educating leaders, workers, and citizens of the future (Ernst & Young, 2009).  According 
to the Colorado Women’s College (Lennon, 2013), on average, less than 20% of top 
executives across 14 sectors of business and industry studies in 2013 were women. 
 The percentage of female presidents in higher education institutions is greater 
than in other sectors; however, more should be done in educational institutions (Ernst & 
Young, 2009).  The percentage of African American female presidents in educational 
institutions should be comparable to the percentage in other sectors.  Diversity leadership 
lags behind (Teague, 2015), even though the student population is more diverse than 
ever.  For example, a 2014 study (National Center for Education Statistics) documented 
that 59% of graduates were females.  However, only 26% of higher education presidents 
were women (National Center for Education Statistics, 2014).  Be that as it may, research 
shows that in the 10 years after this study, higher education can expect a turnover of more 
than 60% of women presidents (Cook & Young, 2012).  This will also heavily depend on 
how many African American females apply for academic administrative positions.  
In today’s environment in which higher education is accused of being too 
complacent and expensive, colleges and universities cannot ignore the benefits of 
educational environments that are diverse and inclusive (Supiano, 2014).  African 
American females continue to be in student-service positions as an “assistant to” as 
opposed to an academic dean, department chair, provost, or associate, and while there are 
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more African American administrators than ever before, they still tend to be in positions 
that lack authority (Jenkins, 2018). 
The length of time African Americans spend at predominantly White institutions 
(PWIs) is less than the amount of time African American administrators spend at 
historically Black colleges and universities (HBCUPages, n.d.).  According to Burrell 
(2014), many African Americans were appointed director of special services or director 
of affirmative action, and the funds for these positions came from outside sources.  
Furthermore, in the late mid-1980s, half of African American educational professionals 
were at HBCUs (Burrell, 2014). 
Prior to 1960, African American women only taught and administered at HBCUs 
(HBCUPages, n.d.).  History acknowledges Lucy Diggs Slow as the first trained African 
American woman dean (Burrell, 2014).  In 1922, Slow was appointed dean at Howard 
University.  Slow’s leadership was undertaken by the American Association of 
University Women to develop standards and practices to promote African American 
women in administration and other leadership positions (Burrell, 2014). 
African American Female Executive Positions 
 Allan (2011) highlighted substantial gains for female presidents over the previous 
20 years.  Allan concluded that women presidents were diverse racially and ethnically.  
Of the 453 women CEOs, 16% were women of color: 39 were African American, 24 
were Hispanic, seven were American Indian, and two were Asian American.  Women’s 
share of college and university presidencies had more than tripled in the previous 20 
years. 
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 In an effort to survive the challenging world of executive leadership in higher 
education, “African American women must exhibit an impassable amount of soul, 
courage, spirit, and resilience” (Alexander-Lee, 2014, p. 5).  Minority women had to 
portray and display a vast amount of courage in executive leadership in higher education.  
Although a higher education degree does not guarantee a position as a senior-level 
executive, these exhibitions may contribute to the success of advancement (Alexander-
Lee, 2014). 
Turner and Quaye (2010) found that higher education faculty positions were often 
the entry point for many females striving for an academic administrative position.  The 
exception, noted by Turner and Quaye, was African American women who were given 
the most common entry-level position, such as a professor or assistant professor.  It is 
common for African American students in higher education to see people who resemble 
them as a professor, assistant professor, staff member, or chairperson. 
 On the contrary, it would be more helpful to see people who resemble them as 
senior-level administrators (Alexander-Lee, 2014).  One way to increase diversity on 
campuses of higher education is to recruit and retain women, especially African 
American women into senior-level ranks at the academy (Alexander-Lee, 2014).  Strong 
professional competencies and psychological factors of African American women in 
academia are the needed components for them to succeed as a senior-level administrator 
in their field (Alexander-Lee, 2014).  Some factors, such as knowledge, skills, and 
specific abilities of African American women, will help in the advancement of the 
educational institution (Javed, Abdullah, Zaffar, & Hague, 2018). 
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 Most concerning is that numerous studies of African American administrators at 
HBCUs shared that these institutions failed to employ an equal number of African 
American female senior-level executives compared to the number of advanced degree 
graduates (Hill et al., 2016).  Sadly, African American female higher education 
administrators were not supportive of other African American female administrators.  
They hindered other African American females administrators by documenting poor 
performance assessments, opting not to mentor new administrators, and generally 
demonstrating nonsupportive behavior.  Allan (2011) reported African American 
administrators believed their African American colleagues and subordinates did not 
support them, in fact they challenged them directly. 
 Since the 1960s, there has been an increase in senior-level African American 
females at PWIs (Smith, 2013).  However, even with the small increase in the mid-1970s, 
discrimination and other factors still hindered the promotion of African American female 
administrators in educational institutions (Burrell, 2014).  Although female college 
presidents are increasing, according to Gaston (2015), racial and ethnic minority 
presidents are decreasing.  The total number of women presidents is increasing; however, 
the number of African American women presidents is decreasing.  African American 
women pursuing executive leadership positions are placed in the crossfire between race 
and gender oppression (Gaston, 2015).  As in the case of college and university 
presidency, the overlapping of oppression may cause Black women to experience 
discrimination differently than White women (who face gender oppression) and Black 
men (who face racial oppression). 
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 Mary McLeod Bethune, the founder of the Daytona Normal and Industrial 
Institute for Negro Girls in Daytona, Florida, faced discrimination in 1904 (Gaston, 
2015).  However, this did not prevent her from overseeing the growth of from five 
students to over 200 students as she served as president for over 20 years and merged her 
school with the Cookman Institute in the 1920s, which is currently the Bethune-Cookman 
College in Daytona, Florida (Gaston, 2015). 
 Another pioneer of the college and university presidency was Anna Julia Cooper, 
an African American, who held a position as an administrator and became the president 
of Frelinghuysen University in 1930.  She worked 20 years as a president and registrar 
(Gaston, 2015).  Frelinghuysen was a school founded to furnish access to higher 
education to Washington, DC, residents.  As an African American female administrator, 
Cooper described the lived experiences that persuaded her to achieve her goals of 
becoming a college or university president (Gaston 2015). 
African American Cultural Aspects 
 Accomplishing tenure and promotion in higher education is the primary aim for 
faculty members, and such an achievement brings rewards like job security and a sense of 
power that follow receiving tenured promotions in higher education (Lloyd-Jones, 2012; 
Perlmutter, 2010).  Hines (2009) suggested that African American females had to endure 
infliction the same as African American men and sexism as have White women 
throughout U.S. history.  Furthermore, the possibility of achieving tenure in academia 
was the main reason for African American women remaining at PWIs (Russell, Hodge, 
Frank, & Vaughn, 2019). 
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Educational Influences 
 Even though they receive the most degrees in leadership and administration, 
African American females are not taken seriously at community colleges as 
administrators (Alexander-Lee, 2014).  Some researchers agree that this is true because of 
the stereotype associated with identifying roles perceived by others regardless of race 
(Cobb-Roberts & Agosto, 2011; Martin, 2011).  Furthermore, African American female 
administrators in community colleges are confronted by a male-dominated society that 
has hidden agendas, unfamiliar norms, and an inconspicuous authoritative structure 
(Graham, 2018).  African American women in community colleges tend to experience 
hidden agendas from a male-dominated society.  This protective culture exhibits 
favoritism and adopts unfairness toward advancement for this group to senior-level 
positions of authority at community colleges (Biernat, Carnes, Filut, & Kaatz, 2019).  
The lack of advancement to senior positions within an institution also imposes cultural 
taxation on its faculty of color (Price-Williams & Maatita, 2019). 
Lived Experiences 
 African American female administrators continue to be underrepresented in 
faculty, despite the efforts that have been made over the past 30 years (Bower, 2012).  In 
addition, the literature tends to aggregate the experiences of different ethno-racial groups, 
focus on female faculty of color, or leave out Asian/Pacific American and Middle 
Eastern/North African American faculty altogether (Bower, 2012). 
 Warren-Gordon and Mayes (2017) stated, “Chronicling these experiences can 
offer an outlet for minority faculty and an opportunity for Anglo faculty to learn how to 
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support faculty of color” (p. 1).  These experiences often described not only what 
happened to this group of women, but it also described how they felt. 
African American females employed at PWIs often felt isolated and lonely 
(Warren-Gordon & Mayes, 2017).  Also, African American females aspiring for tenure 
and promotions at PWIs felt fraught with feelings of anxiety and alienation (Frazier, 
2011; Griffin, 2012).  African American females often feel isolated because they are the 
only minority and/or women in the workplace and lonely because they cannot express 
their frustration or triumphs (Warren-Gordon & Mayes, 2017).  Discussing frustrations at 
the workplace can sometimes be frowned upon by those in authority, and that may be one 
of the reasons why there are few publications on individuals of color working at PWIs 
(Smith, 2013).  African American female administrators often do not discuss their 
discomfort when working at PWIs. 
In addition, African Americans and other groups confronted obstacles on what 
they could be or do at HBCUs.  African Americans experienced harsh statements at 
educational institutions and had to figure out ways to advocate for themselves and their 
communities (HBCUPages, n.d.).  Many researchers were saddened by experiences 
shared by African American female colleagues (HBCUPages, n.d.). 
Some literature suggests that the experience of African American females in 
academia is sparse (Grant, 2012; Pittman, 2010).  There are a number of explanations that 
add to the reason why a lack of published research is found pertaining to this area 
(Warren-Gordon & Mayes, 2017).  In addition, there is a lack of research on this subject 
because there are so few African American faculty members at PWIs (Edwards, 2017).  
Editors and publishers may experience a misunderstanding in reflecting on the reasoning 
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of African American females holding faculty positions at community colleges and 
consider their misfortune as an “isolated experience” (Warren-Gordon & Mayes, 2017). 
Researchers suggest that African American women receive lower evaluation 
scores compared to their Anglo colleagues (Bates, 2015).  Bates (2015) suggested that 
students may use different criteria to evaluate faculty of color than are used for Anglo 
faculty.  The criteria for evaluating faculty of color should consider the advanced degrees 
that African American females have earned to provide leadership as qualified 
administrators (Bates, 2015).  Private and public PWIs and privately funded and state-
governed HBCUs exhibit a cool and chilly climate (Bates, 2015).  The atmosphere at 
private and public community colleges as well as at HBCUs can create an uncomfortable 
climate for African American female administrators. 
Allan (2011), “when speaking with a young Black female colleague on deciding 
to write the foreword to Presumed Incompetent: The Intersections of Race and Class for 
Women in Academia” (p. 17), was surprised at the reaction of the colleague upon reading 
the title.  Amidst tears, Allen heard of the “subtle and blatant interactions that the young 
Black female colleague encountered with peers and professors” (p. 17).  Allen said she 
was “dismayed to learn of her struggles, even as I was impressed with her resilience” (p. 
17). 
Gaston (2015) expressed in her article, “A Celebration of African-American 
Women College Presidents,” her resilience and perseverance in becoming an African 
American female president at a higher education institution.  She stated, 
I have had the email address, madamepresident2b@*********.com, since 2006.  
At the time, I was a 32-year-old community college English instructor who was 
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being mentored by the president of my college, an African American male, who 
saw leadership potential in me.  With his encouragement, I began to aspire to the 
college presidency, and the email address was my way of affirming my long-term 
goal. (Gaston, 2015, p. 1) 
Black women demanded space as students and spoke in a confident manner as 
educators as they used their voices against campus policies and contributed to higher 
education in the United States (Morgan & Davis, 2019).  Morgan and Davis (2019) 
argued that their experiences, ideas, and practices can inspire current educators to provide 
an atmosphere where all people would have a voice.  Coupled with having a voice, 
autoethnography offers individuals to self-reflect on lived experiences and research how 
narratives can connect to society (Morgan & Davis, 2019).  Autoethnography is a great 
tool to use to share experiences of African Americans and other groups at colleges.  
Johnson-Bailey (2010) stated that she 
shed many tears because of racism and the setbacks, detours, and attacks resulting 
from experiences as an executive leader at higher education PWIs.  The daily 
macroaggressions have taken a toll on my spirit, but I go on with my work 
because it is important to me. (p. 11)  
Because of the setbacks, detours, and attacks at higher education institutions, success as 
an African American female administrator requires more than perseverance and resilience 
(Johnson-Bailey, 2010). 
Hodges and Welch (2018), former deans of colleges and universities, found that 
lessons in leadership coincide with resilience and are structured by developing strategies 
honed both by training and lived experiences of being Black and female.  For example, 
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the story of Rosa Parks offered unexpected lessons in leadership that seemed at first to be 
a powerless position (Hodges & Welch, 2018).  Parks did not relinquish her seat to a 
White man only because she was tired and her feet were tired, but her resilience caused a 
nearly yearlong boycott and ended racial segregation on public transportation (Hodges & 
Welch, 2018).  Although Parks did not set out to start a revolution, her resilience 
contributed to ending racial segregation on public transportation. 
Hence, society calls this phenomenon “leading from behind . . . using one’s 
understanding of the power structures in one’s context and applying that knowledge to 
circumvent those structures” (Hodges & Welch, 2018, p. 4).  From this perspective, the 
Rosa Parks’ story revealed an unexpected lesson as she remained seated because she was 
simply tired; however, her rejection toward fear and empowerment was the core of her 
commitment and contributions to the civil rights movement (Hodges & Welch, 2018). 
The experience of others who have expressed their social intolerance in reference 
to movement toward senior-level positions for African American females in community 
colleges is relevant to this study because of their dedication to building a relationship 
between races within the academy (Lee, 2012).  Derrick Bell, a pioneer African 
American professor at Harvard Law School, saw social intolerance as a motivational 
stimulus (Lee, 2012).  Those feelings of unrest, unfairness, discrimination, and 
intolerance forced Bell to leave law school because the university had not hired any 
African American females in more than 20 years during his residency (Lee, 2012).  As a 
result, Bell felt that not hiring African American females would deter aspiring African 
American women from pursuing advancement and personal growth at higher educational 
institutions. 
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Hardaway, Ward, and Howell (2019) argued that it can be challenging to 
understand the experiences and needs of African American women.  Nevertheless, there 
are commonalities between the experiences of community college faculty of color who 
have been surveyed.  They reported a sense of isolation, a lack of support from White 
colleagues, and a presumed incompetence by White students and faculty (Hardaway et 
al., 2019).  Other common threads and experiences included role overload, which was 
expectations that one be a scholar, instructor, and mentor for students of color (Hardaway 
et al., 2019).  Unfair treatment concerning matters of retention, promotion, and frustration 
with their institution’s lack of commitment to faculty diversity was perceived by faculty 
of color who were surveyed (Bower, 2012). 
Barriers 
There are barriers for people of color or minorities attempting to move forward to 
upper-level positions of authority, and those barriers are not limited to where they live or 
where they work, and certainly not to their income (Jackson & O’Callaghan, 2009).  
Regardless of when and where the barriers began, the outcomes based on the departments 
where the African American female administrators worked reflect the 
underrepresentation in administration (Alexander-Lee, 2014).  Underrepresentation in 
upper and senior levels of administrative positions is a major barrier for African 
American female administrators (Lee, 2012).  Barriers for African American female 
administrators inspiring to advance at community colleges are not limited to where they 
live or teach; underrepresentation is included as a barrier as well.  These positions in 
employment are poor in quality and show a lack of authority (Alexander-Lee, 2014). 
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Some institutional barriers responsible for limited advancement of African 
American females at community colleges are workplace discrimination, limited job 
opportunities, few mentors, or the presence of stereotypical female work challenges 
(You, 2019).  In addition, some stereotypical work challenges for women are still referred 
to as “home duties.”  The largest barrier to advancement for females is family and 
personal responsibility (Moses, 2009).  Moses (2009), former president of the American 
Association for Higher Education, expressed that women have the dual responsibilities of 
home and the workplace.  Moses referred to this scenario as the dilemma of the “double 
day.”  This dilemma refers to all women who experience the stress level of low-paying 
jobs. 
In addition, researchers argue that most positions at the academy show a 
“concentration of people of color in stressful, low-paying, low-status jobs, low 
satisfaction with work, and the belief that people of color are token hires” (You, 2019, p. 
68).  In a study of Latino police officers, Stroshine and Brandl (2011) argued that race is 
an instrumental factor in tokenism.  Social and institutional forces develop a variety of 
forms and are expressed in a multitude of ways (Alexander-Lee, 2014).  For example, 
Pillay (2018) noted that “stereotypes and prejudice, a negative institutional climate, can 
provide a lack of mentoring and networking for people of color and are factors that 
hinder the presence of African Americans (especially women) in pivotal decision-making 
roles in higher education” (p. 20).  Several African American women may not want to 
mentor or network for people of color based on the stereotypes from others. 
Other barriers discussed in the literature review were limited networking 
opportunities, a deficiency in formal or informal sponsorship and mentoring, and little or 
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no positive role models (Martin, 2011).  However, the duplicity of existing as being both 
Black and female is the most obvious barrier faced by African American female 
administrators (Allan, 2011). 
On the other hand, Rice and Alfred (2014) shared the results of a survey given by 
Lopez and Ann-Yi in 2006.  Lopez and Ann-Yi surveyed 359 female college students 
who represented diverse racial, ethnic, and different academic classifications.  They 
wanted to find out if there were differences in the impact of self-efficacy and more 
barriers on career choice for women of color (Rice & Alfred, 2014).  Lopez and Ann-Yi 
assumed that Hispanic and African American women would experience more barriers 
and low self-efficacy regarding career decisions than White women (Rice & Alfred, 
2014). 
In contrast to much of the literature reviewed, Lopez and Ann-Yi’s findings 
revealed that they “found no significance between racial/ethnic group differences with 
respect to currently experienced educational barrier-related coping beliefs, or career 
decision-making self-efficacy scores” (Rice & Alfred, 2014, p. 41).  Research has shown 
that African American women are more likely to perceive barriers compared to other 
groups (Alexander-Lee, 2014; Allan, 2011). 
Lopez and Ann-Yi, according to Rice and Alfred (2014), found no distinction 
based on race or ethnicity for the group’s decision in career choice.  However, based on 
their research, the perception of barriers for African American female students could 
influence their decision on pursuing a career in science, technology, engineering, and 
mathematics (STEM) studies and advancing to administration in community college 
(Rice & Alfred, 2014). 
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Although focusing on career choice regarding barriers, Rice and Alfred (2014) 
added a nontraditional career component.  They also shared the results of Burlew and 
Johnson’s survey of 147 Black female students to understand the relationship of family 
role models, environment, and the expectations of career choice.  Burlew and Johnson, 
according to Rice and Alfred (2014), compared the data regarding the career choice of 
women selecting nontraditional and traditional career paths.  They found that Black 
females were more likely to choose nontraditional careers if they had previous work 
history (Rice & Alfred, 2014).  However, in agreement with Burlew and Johnson, Rice 
and Alfred (2014) also established that the role of a mother and her education had a 
positive influence on African American women choosing a nontraditional career path. 
Influences 
Determination and perseverance is what influenced African American females to 
pursue academic advancement in community colleges (Rice & Alfred, 2014).  Through 
sharing lived experiences, this group of women continued to move forward with their 
choice of career paths based on their determination not to quit (Rice & Alfred, 2014).  
The participants in Lopez and Ann-Yi’s study shared stories about how they were not 
going to quit or change their academic plan because they believed they were destined to 
become engineers (Rice & Alfred, 2014).  Rice and Alfred (2014) explained that this was 
not to say that they did not experience obstacles, barriers, or challenges that made them 
consider quitting, but they used those obstacles, barriers, and challenges to make them 
stronger and not deter them from accomplishing personal success and disappointing the 
network of people supporting them. 
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Hence, African American females need to utilize a network of individuals 
interested in their success (Alexander-Lee, 2014).  Solid support networking is extremely 
significant and can provide assistance in many forms to African American female 
administrators in academics and outside of work (Gentry, 2010).  Historically, working as 
a team has always influenced human nature, whether building barns, singing hymns, or 
saving rescue victims (Alexander-Lee, 2014).  Unity among human beings makes any 
transition easier and allows the new person on the team to have a sense of belonging 
(McMurray & Pullen, 2019). 
After the Civil War, women were more socially accepted in higher education 
according to Alexander-Lee (2014): 
Numerous socio-political events and related policy initiatives influenced social 
acceptance of women’s participation in higher education in the decades following 
the Civil War.  They included the Declaration of Sentiments and Resolutions 
presented at the Seneca Falls Convention in 1848, the Suffrage Movement, the 
Morrill Act of 1862, and the passage of the Nineteenth Amendment in 1920.  As 
coeducation became more of an option for women seeking postsecondary 
training, women represented 35% of all college students and were gaining entry 
into professional and graduate schools.  These gains served to challenge long-
standing cultural attitudes about women and often fueled backlash because of the 
perceived threat to male economic advantage.  Thus, women’s participation in 
higher education over the twentieth century ebbed and flowed.  In the 1920’s 
nearly half (47%) of college students were female, compared with only 30 percent 
from 1930 to 1950. (p. 28) 
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All of the previously mentioned, movements absolutely contributed to the 
advancement of female executives in higher education (Alexander-Lee, 2014).  In the 
aftermath, influencing women of color, especially African American females who dreamt 
of achieving advancement to senior-level positions in administration, played a significant 
role in encouraging others like them to strive for the same desires.  A better life, home 
ownership, respect, and financial security is all part of the dream of maintaining a 
successful job in administration (Lloyd-Jones, 2012).  The ivory tower resulted in a 
significant number of African American women pursuing higher education degrees 
(Allan, 2011; NCES, 2014; U.S. Department of Education, 2010). 
 Based on the large number of African American women with advanced degrees, 
colleges and universities should have a vast amount of African American females from 
which to choose qualified administrators (U.S. Department of Education, 2010).  
Between 1977 and 2010, there were an increasing number of African American women 
receiving doctoral degrees.  The increase progressed from 1,237 to 6,795 respectively 
(U.S. Department of Education, 2010). 
Opportunities 
Even though governmental policies and institutional mandates play a part in 
African American women obtaining advanced degrees, there is a mediocre percentage of 
African American senior-level administrative positions at educational institutions (Allan, 
2011).  Acquiring a degree alone does not guarantee equal access to senior-level positions 
at an educational institution (Dace, 2012; Jackson & O’Callaghan, 2009). 
There is a lack of opportunity for African American females securing a senior-
level position in community colleges (Reid, 2012).  According to Reid (2012), in a report 
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written by the Association for the Study of Higher Education, not much has changed over 
the years.  Like Reid, Lloyd-Jones (2012) added that White men are still dominant in the 
profession and hinder African American females from entry-level positions, which would 
lead them to the pathway to the presidency.  Behavior such as this prevents the 
advancement of African American females in senior-level administrative positions within 
community colleges (Lloyd-Jones, 2012). 
Furthermore, Smith (2018) stated that the number of African American 
administrators is at an unacceptable low level.  In addition, work performance and career 
advancement are not affected by skin color (Kudret, Erdogan, & Bauer, 2018).  Smith’s 
(2013) study highlighted how African American females at community colleges 
experience barriers as well as provide shared influences and opportunities to achieve 
academic advancement to senior-level positions.  The study also suggested how 
stereotypical attitudes may adversely affect how African American female administrators 
are perceived as educational leaders (Smith, 2013).  Research has indicated that future 
research is needed to gain a better understanding of how racial and gender stereotypes 
hinder African American female administrators from advancement to senior-level 
positions within community colleges (Smith, 2013). 
Summary 
This literature review presented a brief historical overview of community colleges 
in the United States, an overview of community colleges in California, an overview of 
executive leadership positions and African American cultural aspects, a historical 
perspective of African American female executive positions, and lived experiences of 
African American women during their journeys toward a senior-level leadership position 
45 
at a community college.  Additionally, the literature revealed that African American 
females experience significant barriers when seeking senior-level executive 
administrative positions.  Also discussed in this chapter were influences, opportunities, 
and lack of opportunities African American females experienced along their journey. 
The literature discussed how the theoretical pipelines used in this study allowed 
the researcher to look closely at the issues specifically related to African American 
women in administration at community colleges.  An ecological framework discussed 
how microsystem and macrosystem factors impacted career experiences of African 
American females at community colleges.  Discussions on sexism, racism, tokenism, and 
the glass ceiling concepts served as hindrances to the professional growth of African 
American female administrators at community colleges. 
Upon completion of this comprehensive literature review, the gap in the research 
of African American senior executive administrators in a community college reflects the 
current and future implications: What are the next steps for African American female 
administrators?  Although several themes focused on raising awareness about the 
underrepresentation of African American female administration in community colleges, 
an attempt to rationalize this phenomenon of racism, stereotypes, and discrimination 
requires future research.  Also discussed in the literature review were factors pertaining to 
the African American culture, personal career choices, and lack of preparation for senior 
executive administrative positions. 
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CHAPTER III: METHODOLOGY 
 This phenomenological study explores the lived experiences of African American 
female administrators at California community colleges (CCCs).  This study highlighted 
the essence of those experiences.  Phenomenology was the methodology selected because 
it uncovers a deeper understanding of the nature or meaning of everyday experiences 
(Patton, 2015).  In addition, phenomenology transforms lived experiences into a 
description of its essence, allowing for reflection and analysis (McMillan & Schumacher, 
2010).  The phenomenon that was explored was the underrepresentation of African 
American female administrators of a community college district located in the Inland 
Empire of Southern California.  Chapter III discusses the population, sample, 
instrumentation, and the limitations of the study. 
Purpose Statement 
The purpose of this phenomenological study was to explore the lived experiences 
of African American female presidents, vice presidents, deans, associate deans, and 
directors serving at CCCs and to explore what African American cultural influences or 
other opportunities contributed to their becoming administrators. 
Research Questions 
 This study was guided by two research questions and seven subquestions that 
explored the lived experiences of African American females holding administrative 
positions of CCCs. 
Central Research Questions 
1. What are the lived experiences related to cultural influences and opportunities of 
African American females holding administrative positions at CCCs? 
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2. What influence from African American culture motivated and contributed to African 
American females who became administrators of CCCs? 
Subquestions 
1. Why did you choose to become an administrator of a CCC? 
2. What experiences influenced your decision? 
3. What challenges did you receive prior to becoming an administrator of a CCC? 
4. What is your cultural background or ethnicity? 
5. What role did your cultural background or ethnicity play in the choice of your career? 
6. What was the level of support you received from those of your cultural background or 
ethnicity? 
7. What was the level of support you received from those of a different cultural 
background or ethnicity? 
Research Design 
 Phenomenology focuses on “the meaning, structure, and the essence of the lived 
experience of a phenomenon for a person or group of people” (Patton, 2015, p. 98).  
Phenomenological studies “describe and interpret the experiences of participants 
regarding a particular event in order to understand the participants’ meanings ascribed to 
that event” (McMillan & Schumacher, 2010, p. 346).  Phenomenology was selected as 
the methodology for this study based on its alignment with the purpose, which was to 
discover the lived experiences of African American female administrators of CCCs. 
 Narrative inquiry was another qualitative method considered; however, it was not 
appropriate for the purpose of this study.  According to Patton (2015), “Narrative inquiry 
examines human lives through the lens of the narrative honoring lived experience as a 
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source of important knowledge and understanding” (p. 128).  The narrative inquiry 
method allows African American administrators to share a significant part of their 
experiences as they advance to an executive leadership position.  Other researchers have 
used narrative inquiry to explore African American administrators of CCCs.  However, 
the reason narrative inquiry was not deemed appropriate for this study is because of the 
specific focus and essence of the individual participants who lived the experience and 
may be biased to the researcher’s understanding or interpretation based on the 
researcher’s ethnicity. 
 Ethnomethodology was another method considered that was deemed 
inappropriate for this study.  According to Patton (2015), “Ethnomethodologists elucidate 
what a complete stranger would have to learn to become a routinely functioning member 
of a group, a program, or a culture” (p. 132).  The subjects in the study were a small 
group and only represented 6% of the population of CCCs.  This percentage may not be 
relatable to a reader who is not African American or does not hold an executive 
leadership position, so it would be challenging to understand the lived experiences based 
on factual data alone. 
 Quantitative methods were considered but not deemed appropriate for this study.  
Quantitative methods use the strength of measures to determine if relationships exist 
between variables (McMillan & Schumacher, 2010).  The nature of the study was to 
explore the lived experiences of African American administrators and determine whether 
influences and opportunities from the African American culture persuaded them to 
become leaders of a CCC.  Lived experiences cannot be measured by numerical forms; 
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therefore, quantitative research was not appropriate.  Quantitative research gathers data 
that can be translated into numerical form allowing for statistical analysis (Patten, 2009). 
Rationale 
 The rationale for using this qualitative phenomenological method for this study 
was that it explored and described the personal lived experiences of African American 
female senior-level administrators and any influences and opportunities they used to 
pursue a position at a community college district located in the Inland Empire in Southern 
California.  Community colleges in California and throughout the United States will be 
able to use the results of this study to redesign their hiring practices as they apply to the 
deficit of hiring African American females as administrators. 
 The essence of the lived experience cannot be captured using numerical scores or 
alternative approaches; therefore, this was a qualitative, phenomenological research 
study.  This study adds to the understanding of the essence of the lived experience of 
African American female administrators of CCCs. 
Population 
 Creswell and Plano Clark (2011) defined a population as a collection of 
individuals or objects within a certain group known to have common characteristics or 
traits.  A population in research is a group that conforms to a specific set of criteria to 
which the researcher intends to generalize the results of the research (McMillan & 
Schumacher, 2010).  The CCC system consists of 115 colleges, with a large number of 
additional campus centers and classrooms throughout the state (CCCCO, 2018).  The 
colleges are spread over a wide range of geography, from mountains to coasts and rural 
regions to big cities.  The CCC system serves over 2,100,000 students and is the largest 
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system in the United States (CCCCO, 2018).  The population for this study was all CCC 
administrators who supervise and manage the organization.  The CCC system is 
administered by 2,301 administrators, which include presidents, vice presidents, deans, 
associate deans, and directors.  Of this number, it is estimated that there are 119 African 
American females serving in an administrative position.   
Target Population 
The target population is a particular group of people identified as the intended 
target audience.  A target population for a study is the entire set of individuals chosen 
from the overall population for which the study data are to be used to make inferences 
(Creswell, 2005).  The target population defines the population to which the findings of a 
survey are meant to be generalized.  It is important that target populations are clearly 
identified for the purposes of a research study (McMillan & Schumacher, 2010).  It is not 
realistic because of time and cost constraints to study large groups.  Therefore, the 
researcher chose population samples from within the larger group.  The target population 
for this study was 119 African American female CCC administrators who may have been 
influenced or offered opportunities from the African American culture to pursue 
leadership positions (CCCCO, 2016). 
Sample 
The sample is a group of participants in a study selected from the target 
population that the researcher intends to generalize.  According to McMillan and 
Schumacher (2010), a sampling is selecting a “group of individuals from whom data are 
collected” (p. 129).  Similarly, Patton (2015) defined a sample as a subset of the target 
population representing the whole population. 
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For phenomenological studies, Creswell (1998) recommended five to 25 
participants, and Pattten (2009) suggested at least six participants.  There are no specific 
rules when determining an appropriate sample size in qualitative research.  Qualitative 
sample size may best be determined by the time allotted, resources available, and study 
objectives (Patton, 1990). 
Of the 119 African American female community college administrators, 10 were 
selected who met the criteria to participate in this phenomenological study (Figure 3).   
Figure 3. Process for study sample creation. 
 
 
All participants must have met all three of the following criteria in order to 
participate in the study: 
1. They must be an African American female or identify as an African American female 
employee of a CCC. 
2. They must be in a leadership position of a CCC and have held that position for more 
than 3 years. 
Population
California Community College (CCC) 
Administrators
N= 2301
Target Population:CCC Administrators
African American Females
N=119
Sample: CCC Administrators African 
American Females
Administrator >3 years
Diversity trainings within 2-3 years
N=10
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3. They must have attended diversity trainings, workshops, or conferences within the 
past 2 to 3 years. 
Researcher as the Instrument 
Because of the researcher being the instrument in a qualitative study, Pezalla, 
Pettigrew, and Miller-Day (2012) contended that the unique personalities, characteristics, 
and interview techniques of the researcher may influence how the data are collected.  As 
a result, the study may contain some biases based on how the researcher influenced the 
interviewee during the qualitative interview sessions. 
The researcher for this study is an African American female who aspires to be a 
community college senior executive administrator.  At the time of this study, the 
researcher was an employee at a corporate facility experiencing racial/ethnic 
discrimination that was preventing her promotion to a management position.  As a result, 
the researcher brought potential bias to the study based on her personal experiences in a 
similar setting to those she was studying.  The researcher conducted qualitative 
interviews with the research participants.  The interview questions and responses were 
conducted in face-to-face interviews and were recorded via a stabilized recording device.  
The researcher then transcribed each interview. 
The interview questions were developed from common themes found in the 
literature as shown in the synthesis matrix (Appendix A), which summarizes African 
American senior-level executives in community colleges.  The interview questions were 
open-ended and were created for the participants to describe in detail their unparalleled 
lived experiences.  The duration of each interview was approximately one hour.  The use 
of a survey or questionnaire with standardized questions was considered but was not 
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utilized based on the limitations of their use.  Conducting face-to-face interviews using 
the predesigned interview questions was the objective; however, each interview was 
conducted in the comfort of each participant’s environment and allowed a natural 
conversation. 
The scripted interview questions were compiled by the researcher based on the 
review of the current literature.  The interview questions were field tested, using the 
expert panel made up of administrators in a community college district located in the 
Inland Empire in Southern California. 
Expert Panel 
A panel was formed for quality and integrity of the research methods used in this 
study and to address any biases by the researcher.  The panel was used to offer input and 
opinions for an evaluation of this study.  In addition, the panel was formed to debate and 
discuss various courses of action and to make recommendations.  The researcher 
communicated with panel members who expressed an interest in the study.  Three 
panelists were identified and served as advisors to the group and the researcher.   
The panel members finalized the interview questions, offered feedback on each 
question, and evaluated each question’s validity.  To make sure the interview questions 
aligned with the purpose of the study, the panel also tested the questions.  In addition, a 
panelist verified whether the target population coincided with the identification of the 
participants and whether they contacted the sample population for support.  Each panel 
member was asked to review the interview questions independently and provide 
feedback.  The feedback confirmed that the interview questions were developed 
appropriately for the purpose of the research and recommendations for changing the 
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questions to be more aligned with the research questions.  The panel members provided 
perceptiveness on the participants’ availability and helped set up the interview schedules.  
The researcher used the feedback from the panel to reform the questions and schedule the 
interviews. 
The panel members had 20 or more years of work experience as administrators of 
a CCC district.  A notice was e-mailed to several CCC administrators with expertise in 
recruitment of executives within a community college district.  Each member held a 
graduate degree from an accredited university in the United States and had practical 
experience working with CCC administrators. 
Data Collection 
Face-to-face interviews were conducted for the data collection method for this 
study (Appendix A).  The required approval from the Institutional Review Board (IRB) 
was granted prior to data collection.  An e-mail was sent to African American female 
CCC administrators identified in the samples, which included the purpose of the study, 
confidentiality statement, and other instructions and disclaimers.  Data, including 
transcripts, were kept in a secure file cabinet and a password-protected computer.  Data 
collection began after the researcher was granted approval from Brandman University’s 
IRB and after completing the National Institutes of Health (NIH) Protecting Human 
Research Participants Certification.  The researcher provided the informed consent 
documents to each participant and collected the signed documents prior to any data 
collection (Appendix B).  The rights and privacy of all participants were protected 
throughout the duration of the study (Appendix C). 
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The in-depth interviews were conducted face-to-face or via web conferences at 
the designated location of each participant.  The interviews were audio recorded via a 
digital recording device, transcribed, and coded for themes.  Then the themes were 
analyzed for meaning and significance.  A mock interview with an expert panel member 
field-tested the interview questions.  Since there were 10 African American female senior 
executive administrators in a community college district located in the Inland Empire 
who agreed to participate in the study, the researcher decided to work with that specific 
number.  The identities of the 10 African American female senior executive 
administrators were forwarded by employees of CCCs. 
All 10 of the African American female senior executive administrators who were 
invited to participate expressed interest in the study and were selected by the researcher.  
Interview dates were scheduled according to the availability of the participants.  The 
following step-by-step process was used to collect the data: 
1. Required approval forms were completed for IRB. 
2. Notices were sent to potential participants of the study via e-mail, followed by a 
telephone call. 
3. Confirmation was received by the researcher. 
4. Consent forms and confidentiality were completed. 
5. Interviews were scheduled to accommodate the date and location of the participants. 
6. Interviews were conducted and digitally recorded. 
7. Interviews were transcribed. 
8. Interview transcripts were reviewed and coded. 
9. Themes and patterns were identified. 
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10. Interpretation or meanings were contextualized and categorized. 
11. Descriptions were created based on the categories. 
12. The data were reviewed by a subject-matter expert for intercoder reliability of the 
data. 
13. The coded themes were finalized for data analysis. 
Data Analysis 
 The researcher analyzed the data that were collected during the interviews at the 
college campuses.  Creswell (2003) outlined a process of organizing and preparing the 
data, reading and reviewing all of the data, and then coding the data.  The researcher 
organized and forwarded the audio-recorded data and had the data confidentially 
transcribed by a third-party service.  The transcriptions were shared with the interviewees 
and reviewed for accuracy.  The researcher allowed the interviewees the opportunity to 
provide feedback to ensure that the interviews were accurately transcribed.  Following a 
comprehensive arrangement of the data, the researcher read, reviewed, and reflected on 
the data elements to cultivate general impressions and to develop an overall sense of 
meaning from the data.  A preliminary list of themes and patterns was developed.  The 
data were then formally coded to identify patterns and repetition that speak to categories, 
subcategories, themes, concepts, and then assertions (Patton, 2015). 
The data coding process for this study involved three primary steps: 
1. The codes were scanned for themes.  Specifically, in support of the theoretical 
framework used in this study, the researcher reviewed the five variables of character, 
relationships, vision, inspiration, and wisdom and the frequencies of their associated 
descriptive words. 
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2. The codes were scanned for frequencies.  NVivo, a qualitative analysis computer 
software application used for coding, aided in identifying the frequency of codes.  The 
frequency of codes was one indication of the strength of a possible theme developing 
from a particular code. 
3. The researcher proceeded to use the codes, themes, and frequencies of codes to 
analyze the data and to understand how community colleges use character, 
relationships, vision, inspiration, and wisdom to bring meaning to the institution. 
The qualitative interview questions were asked in a way that narratives could be 
interpreted by the researcher.  An authentic narrative is described by McMillan and 
Schumacher (2010) as “one that may be read and lived vicariously by others.  A narrative 
is authentic when readers connect to the story by recognizing particulars, by visualizing 
the scenes, and by reconstructing them from remembered associations” (p. 337).  Once 
the themes and patterns were identified, the research was returned to the two research 
questions: 
1. What are the lived experiences related to cultural influences and opportunities of 
African American women holding administrative positions at a CCC?   
2. What influence from African American culture motivated and contributed to African 
American females who became administrators at CCCs? 
Validity 
Validity is the extent to which an instrument measures what it is designed to 
measure (McMillan & Schumacher, 2010; Patton, 2002).  Patten (2009) stated that 
validity is not absolute, but rather research instruments are tested for how valid they are 
because no test is perfect.  The researcher developed interview questions that were 
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aligned with the research questions.  The questions were reviewed by the panel to ensure 
the unity of the data collection process.  Also, there was pilot testing as well to ensure 
validity.  Validity is established in phenomenological studies due to the claim of truth of 
lived experiences is logical. 
Reliability 
Reliability is the degree to which the instrument is consistently measured at 
different points of time (Roberts, 2010).  A research study data collection is reliable if the 
same results are given when the same measurements are taken on a different schedule.  
To ensure reliability for this study, the researcher was thoughtful about the consistency in 
the style of communication, tone, and the general interview environment.  According to 
Patton (2002), “A description and interpretation of a person’s social environment, or 
organization’s external context, is essential for overall understanding of what has been 
observed during fieldwork or said in an interview” (p. 59). 
Internal Reliability of the Data 
The goal of the triangulation is to test for the consistency of the information and 
provide internal reliability of the data.  Patton (2002) added, “Triangulation strengthens a 
study by combining methods” (p. 247).  This study used memos, meeting notes, 
brochures, agendas, and the workplace to validate participants’ background and as 
evidence of information provided from the sample participants. 
Intercoder Reliability 
Intercoder reliability is used to minimize the probability of researcher bias.  
During the data coding process, the researcher used a member of the expert panel as a 
second observer to test for intercoder reliability.  According to Patton (2002), “The 
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second observer should be able to verify that (a) the categories make sense in view of the 
data which are available, and (b) the data have been appropriately arranged in the 
category system” (p. 466).  The second observer was experienced and focused on the 
accuracy of the themes identified by the researcher during the coding process.  In 
addition, the second observer was adamant that the data were interpreted correctly based 
on his or her own interpretation. 
In this study, the second observer double coded 10% of the data obtained by the 
primary researcher.  The acceptance rate when having a peer researcher double code is 
between 80% and 90%, with 90% or greater agreement in coded data considered to be the 
ideal and 80% agreement considered acceptable (Lombard, Snyder-Duch, & Bracken, 
2002). 
Limitations 
The limitations of the study were characteristics of design or methodology that set 
borders on the interpretation of the results of the study.  This study contained limitations 
based on making generalizations about a larger population from a small group that met 
specific criteria.  The criteria for the study were that the participants must be African 
American females and that they must be employed as an administrator of a CCC.  African 
Americans are made up of people who self-identify as African American/Black or 
descendants of African Americans.  Another limitation was the sensitivity of race.  
Participants may have become uncomfortable discussing race and discrimination at their 
place of employment, the community college, and their responses could have influenced 
the interview questions. 
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The number of African American administrators was a limitation because a 
population of 29 may not be ideal for phenomenological studies.  Research bias could be 
a limitation because the researcher is an African American female who has experienced 
racial and ethnic discrimination that prevented her from promotion within the workplace, 
and she may carry personal feelings.  Personal feelings concerning the study could have 
affected the researcher’s bias (Gay, Mills, & Airasian, 2006).  The researcher took 
preventive measures to maximize her objectivity during the entire data collection process.  
The most effective way this was done consisted of having a panel of experts review the 
interview questions and coding of the data.  Another way preventive measures were taken 
was by assessing the written analysis for bias and racial and ethnic discrimination.  The 
limitations for the study were made available to help the reader understand the possible 
biases associated with the study to assert his or her own interpretation of the results. 
The limitation in sample size may be a concern for the customary model for 
phenomenological studies.  However, African American female administrators are an 
underrepresented group based on the research.  Exploring their lived experiences would 
add knowledge to those interested in seeking a career as an administrator of a CCC.  
There are only a few studies in this area, which primarily are dissertations written by 
doctoral students. 
Timeframe for the Study 
The following timeline was used for this study: 
• February 2020—Research proposal was submitted to the Quality Review Board for 
approval and was successfully defended. 
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• February 2020—Upon approval by the dissertation committee, the research protocols 
and related documents were submitted to the university’s IRB. 
• February 2020—Participants for the study were recruited and selected. 
• February 2020—The study was pilot tested and the interview questions finalized. 
• March 2020—Participants signed an informed consent to participate in the study. 
• March 2020—Interviews were conducted and the data were coded. 
• April 2020—There was a final analysis of data collected and summarized. 
Summary 
Chapter III described the methodology of the study, which included the type of 
research design, instrumentation, population, sample, data analysis, and limitations.  The 
rationale for using a phenomenological study as the most appropriate method for this 
research was discussed.  Chapters IV and V include the presentation of the data collected 
and the findings.  Chapter V completes the study with the interpretation of the data, the 
findings and conclusions, implications, and recommendations for further research. 
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CHAPTER IV: RESEARCH, AND FINDINGS 
This qualitative phenomenological study explored the lived experiences of 
African American female administrators (presidents, vice presidents, deans, associate 
deans, and directors) of California community colleges (CCCs).  This study highlighted 
the cultural influences and opportunities that may have encouraged them to pursue and 
hold a position in leadership. 
The major findings of the study are presented in this chapter.  It begins with the 
purpose statement, research questions, research design, population, sample population, 
and participant demographics.  Following are a presentation of findings for the two 
central questions, seven subquestions, and the conclusion with a summary of the findings. 
Purpose Statement 
The purpose of this phenomenological study was to explore the lived experiences 
of African American female presidents, vice presidents, deans, associate deans, and 
directors serving at a California community college (CCC) and to explore what African 
American cultural influences or other opportunities contributed to their becoming 
administrators.  The lived experiences included cultural influences and opportunities 
from other African Americans as well as those who do not identify as African Americans.  
The intention was to explore the lived experiences from African American female 
administrators of CCCs.  It is significant to community college leadership to explore this 
phenomenon because there are so few African American females in this role. 
Research Questions 
This study was led by two research questions and seven subquestions that 
explored the lived experiences of African American women holding administrative 
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positions at CCCs.  The lived experiences, cultural influences, and opportunities were 
addressed in the subquestions.  Each subquestion was developed to align with the two 
central research questions. 
Central Research Questions 
1. What are the lived experiences related to cultural influences and opportunities of 
African American females holding administrative positions at a CCC? 
2. What influences from African American culture motivated and contributed to African 
American females who became administrators at CCCs? 
Subquestions 
1. Why did you choose to become an administrator of a CCC? 
2. What experiences influenced your decision? 
3. What challenges did you receive prior to becoming an administrator of a CCC? 
4. What is your cultural background or ethnicity? 
5. What role did your cultural background or ethnicity play in the choice of your career? 
6. What was the level of support you received from those of your cultural background or 
ethnicity? 
7. What was the level of support you received from those of a different cultural 
background or ethnicity? 
Research Methods and Data Collection Procedures 
 This was a qualitative phenomenological study, which sought to discover the 
meaning, structure, and essence of the lived experiences of African American female 
administrators of CCCs and the cultural influences and opportunities they may have 
received in pursuit of obtaining and holding leadership positions.  The primary data 
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collection was from in-depth, web-based interviews conducted via Zoom.  The data were 
collected between March 17, 2020, to April 15, 2020.  Each participant received an 
overview of the study, the required consent form, the Bill of Rights statement, and a 
release letter to audiotape the interviews.  The researcher utilized three electronic devices 
and also took notes on a copy of the interview questions.  The data were coded and 
analyzed, and the recordings were transcribed to identify themes.  To avoid bias, the 
researcher used intercoder reliability through collaboration with a peer researcher to code 
a portion of the data (McMillian & Schumacher, 2010).  
Population 
Creswell and Plano Clark (2011) defined a population as a collection of 
individuals or objects within a certain group known to have common characteristics or 
traits.  A population in research is a group that conforms to a specific set of criteria to 
which the researcher intends to generalize the results of the research (McMillan & 
Schumacher, 2010).  The CCC system consists of 115 colleges, with a large number of 
additional campus centers and classrooms throughout the state (CCCCO, 2018).  The 
colleges are spread over a large geographical area , from mountains to coasts and from 
rural regions to big cities.  The CCC system serves over 2,100,000 students and is the 
largest system in the United States (CCCCO, 2018).  The population for this study was 
all CCC administrators who supervise and manage the organization.  The CCC system is 
administered by 2,301 administrators, which include presidents, vice presidents, deans, 
associate deans, and directors.  Of this number, it is estimated that there are 119 African 
American females serving in administrative positions.   
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Target Population 
The target population is a particular group of people identified as the intended 
target audience.  A target population for a study is the entire set of individuals chosen 
from the overall population for which the study data are to be used to make inferences 
(Creswell, 2005).  The target population defines the population to which the findings of a 
survey are meant to be generalized.  It is important that target populations are clearly 
identified for the purposes of research study (McMillan & Schumacher, 2010).  It is not 
realistic because of time and cost constraints to study large groups.  Therefore, the 
researcher chose population samples from within the larger group.  The target population 
for this study was 119 African American female CCC administrators who may have been 
influenced or offered opportunities from the African American culture to pursue 
leadership positions (CCCCO, 2016). 
Sample 
The sample is a group of participants in a study selected from the target 
population that the researcher intends to generalize.  According to McMillan and 
Schumacher (2010), a sampling is selecting a “group of individuals from whom data are 
collected” (p. 129).  Similarly, Patton (2015) defined a sample as a subset of the target 
population representing the whole population. 
For phenomenological studies, Creswell (1998) recommended five to 25 
participants, and Patten (2009) suggested at least six participants.  There are no specific 
rules when determining an appropriate sample size in qualitative research.  Qualitative 
sample size may best be determined by the time allotted, resources available, and study 
objectives (Patton, 1990). 
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Of the 119 African American female community college administrators, 10 were 
selected that met the criteria to participate in this phenomenological study.  All 
participants must meet all three of the following criteria in order to participate in the 
study: 
1. They must be an African American female or identify as an African American female 
employee of a CCC. 
2. They must be in a leadership position of a CCC and have held that position for more 
than 3 years. 
3. They must have attended diversity trainings, workshops, or conferences within the 
past 2 to 3 years. 
Demographic Data 
The general demographic data such as gender, ethnicity, and experience were 
revealed through the research process.  The 10 participants were all African American 
female administrators (president, vice president, dean, associate dean, and director) of a 
CCC district and had held that leadership position from 3 to 25 years.  The professional 
experiences of each administrator were that they oversaw academic affairs, student 
affairs, student services, and faculty.  Each had over 1 year of experience at another 
college or university prior to becoming a CCC administrator.   
 The nature of this study was to explore the lived experiences of African American 
female administrators of CCCs.  Every participant was an African American female; 
therefore, the gender and ethnicity (as they identify it) are the same (Table 2).  However, 
the region where the participants were employed was different.  For additional context for 
the participants, their title and years of experience are presented in Table 3.  
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Table 2 
Participants—Region, Gender, and Ethnicity 
Participant Region Gender Ethnicity 
1 Central Valley CA Female Black 
2 Central Valley CA Female African American 
3 Southern CA Female African American 
4 Southern CA Female Black 
5 Southern CA Female Black 
6 Southern CA Female Unapologetically Black 
7 Southern CA Female African American 
8 Southern CA Female Black 
9 Southern CA Female Black 
10 Southern CA Female Black 
 
Table 3 
Participants—Title and Years of Experience 
    Participant Title Years of experience 
1 Dean 10 years 
2 Director 15 years 
3 Executive director   3 years 
4 Director   3 years 
5 Director 25 years 
6 Dean   9 years 
7 Dean 12 years 
8 Vice president   9 years 
9 Director 25 years 
10 Vice president   7 years 
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Presentation and Analysis of the Data 
 The findings of this study describe the lived experiences of African American 
female administrators based on the results of in-depth web conference interviews via 
Zoom.  Based on their alignment of the two central research questions and the seven 
subquestions, the findings were reported in this chapter.  Each interview was transcribed, 
reviewed, analyzed, and coded for themes that were common.   
 Data collection took place from March 2020 through April 2020 and consisted of 
in-depth interviews with 10 participants.  The interviews were conducted via web 
conference, which accommodated the participants based on their availability and a 
location of their choice for their comfort.  There were two central questions and seven 
subquestions in case more specific responses were required.  The participants received all 
questions in advance for review.  Before the interviews began, the participants were 
thanked for their participation and the researcher asked for their permission to audio 
record the interviews for accuracy.  The participants were also advised that additional 
notes would be taken by the researcher. 
 During the first review of the data, an initial set of codes was generated based on 
the literature review and exploratory analysis of the data.  Based on the central research 
questions and subquestions and commonality of the responses, the data were analyzed 
and coded.  Once coded, the researcher looked for common themes among the 
participants’ responses.  The data were then analyzed and coded.  The data were also 
coded by another researcher for intercoder reliability.  The final common themes were 
chosen from the themes with the highest frequencies.  They were then analyzed and 
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translated into the major findings of the study.  The final common themes are presented 
by central and sub research questions in the following sections. 
Results of the Central Research Questions 
 This study was guided by two research questions.  The first question asked, 
“What are the lived experiences related to cultural influences and opportunities of 
African American females holding administrative positions at a CCC?”  The second 
question asked, “What influences from African American culture motivated and 
contributed to African American females who became administrators at CCCs?”  Each 
participant was asked the same interview questions related to their lived experiences and 
the responses to both questions included various responses from professional and 
personal perspectives.  All 10 participants had unparalleled experiences; however, there 
were commonalities shared between them as African American female administrators.  
They all shared a sense of personal identity entrenched in their African American culture 
and ethnicity.  Aspects of the lived experiences of African American female 
administrators are influenced by the cultural identity because of the way they are 
perceived or by self-perception.  Many of them expressed that they were second guessed 
or questioned as to whether they knew what they were doing when they were questioned 
about their competency.  In addition, they shared experiences related to being the only 
African American administrator in the room at an administrators’ conference, which was 
a commonality in underrepresentation.  Some of the participants were first-generation 
college graduates and spoke about how they were looked at as “the voice of an entire 
race.”  
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Major Themes 
 After transcribing, coding, and analyzing the responses, eight major themes 
emerged from the respondents’ interviews.  In the process of the interviews, all of the 
participants discussed the perception of African American females as leaders, the African 
American cultural identity, support from others within the same cultural background, 
challenges during the hiring process, the passion they have for leading, advocating for 
Black and Brown students, underrepresentation of African American administrators, and 
self-perception of African American females.  The themes that emerged through the 
coding process are shown in Table 4. 
 
Table 4 
Data Coding Results 
Themes Sources Frequencies 
Perception of African American females as leaders 8 36 
African American cultural identity 10 32 
Support from others of same cultural background 8 25 
Challenges during hiring process 9 24 
Passion 7 22 
Advocate for Black and Brown students 8 21 
Underrepresentation of African American females 6 20 
Self-perception of African American females 6 19 
Support from others of a different cultural 
background 
8 18 
Significance of education 6 12 
Strong family support 5 11 
Mentorship 5 10 
Make a difference 5 7 
Building relationships 5 7 
Networking 3 4 
Support friends and community 1 1 
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 The major themes in conjunction with key responses for each theme are listed in 
Table 5.  The major themes were those that consisted of 19 or more frequencies.  The 
following eight themes met that criteria: 
1. Perception of African American females as leaders 
2. African American cultural identity 
3. Support from others of same cultural background 
4. Challenges during hiring process 
5. Passion 
6. Advocate for Black and Brown students 
7. Underrepresentation of African American females 
8. Self-perception of African American females 
 Perception of African American females as leaders.  Eight of the 10 
participants reported that their cultural identity as being significant to their personal 
identity.  Eight of the 10 participants noted how others viewed them as leaders of CCCs.  
Eight of the 10 participants shared several lived experiences of African American female 
leaders as not knowing their job or being viewed as incompetent in the early stages of 
their administrative position.  “Where did you get that data from?”  “Are you sure about 
that?”  Participant 2 reported additional questions she received, which questioned her 
intelligence: “Where is this information coming from?”  She stated, “What are these 
people?  Are you kidding me?  I can run circles around my counterparts.  Why are they 
still asking for additional data?  Why are they still questioning everything that I say?”  
Many of the participants noted that they were continuously passed up because of the 
color of their skin.  Participant 3 stated,  
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Table 5 
Major Themes and Key Responses 
Theme Key responses 
Perception of African American females as 
leaders 
 
“Unfortunately, we still run into the angry 
Black woman syndrome, which is unfortunate 
to me in this day and age.  I think because I am 
very focused, I am very direct, I’m not ‘touchy 
feely,’ and that can be perceived (as a leader) 
as somebody who is aloof or kind of curt.  If 
you express your opinion and you can 
articulate it as beautifully as possible, then you 
are being difficult and a lot of times angry.” 
African American identity “I am unapologetically BLACK.” 
Support from others with same cultural 
background or ethnicity 
“I’m thankful on so many levels for my 
village.  I couldn’t do what I do without them.  
I still call on every last one of them each and 
every day.  Whether it is my “sistah” girls, 
people at work, at church, or in the community.  
As I stated earlier, my first mentor was a Black 
administrator and she was the one who 
encouraged me to apply for this position so 
many years ago.”  
Challenges during the hiring process “I believe the biggest challenge was not having 
a mentor, especially not having a mentor who 
looked like me.  So, I was navigating through 
my career with most of the time White leaders, 
most of them male that I felt didn’t understand 
the experiences of our minority students.” 
Passion “I fell in love with community colleges and the 
population.” 
“I would be impactful for our Black and Brown 
students.” 
“I began to develop a passion for the open 
access and the mission and vision of 
community colleges and recognize that it was 
one of, you know, access to for the education 
and job skill training for meaningful work was 
important for this marginalized population.” 
Advocate for Black and Brown students “. . . and consistently feeling that I was looked 
at as sort of the voice for an entire race of 
people.” 
Underrepresentation of African American 
female administrators 
“I come from a multi-college district, and I was 
the only African American dean in the entire 
district.  A district of three colleges, a district 
of over 50,000 students, and I was the only 
African American administrator.” 
Self-perception of African American females “You can’t just have credentials; you have to 
be better than, smarter than the rest!  Not just 
ok or mediocre.” 
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The fact that the management did not see potential in me, or maybe saw potential 
in me and didn’t want to take the step of promoting me up into the administrative 
ranks, it makes me wonder if the color of my skin had something to do with it.  
When you look at the administrative ranks of that institution, at the time that I was 
there, there wasn’t no Black around in at the top. 
 African American identity.  When asked, “What is your cultural background or 
ethnicity,” all 10 of the participants identified as Black.  However, each responded to the 
question relatively uniquely: “I am a Black woman;” “I am African American;” “I am 
biracial, but I identify as Black;” “An African American female;” “Black;” and 
Participant 6 verbally expressed that she is “unapologetically Black.”  In addition to their 
race and ethnicity, all 10 of the participants shared their lived experiences of their culture 
and how it relates to their ethnicity.  When describing her choice to accept an 
administrative position in a different part of the country, Participant 8 said that she took 
the position to move her mother to a more comfortable climate.  She described her lived 
experience as the caretaker for her ailing mother.  She stated, “In my culture, I was taught 
to take care of those who took care of you.”  Participant 5, originally from overseas, 
shared her lived experiences from her country’s culture: “My family was not big on 
education.  If you work hard, you can obtain any job you want.  You do not get a job 
based on how many degrees you have but how hard you work.”  She also shared that 
even though her mother worked at a university for 40 years, her mother insisted that she 
got the position because of hard work.  Luckily, Participant 5 said her mother finally got 
her GED. 
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 Support from others from the same cultural background.  Eight of the 10 
participants reported that they got a lot of support from those from the same cultural 
background.  A few of the participants referred to the “village.”  The village in the 
African American culture is referred to as neighborhoods of types of ethnic enclaves 
found in many cities in the United States, per Participant 2.  Eight of the 10 participants 
referred to the village as Black people at their school, their family, their extended family 
members, the church, and the community.  All eight of the participants said that they 
received a large amount of support from those of the same culture and ethnicity.  
Participant 2 reported that the main support she received was from her family and those 
of African American decent in her office. 
 Challenges during the hiring process.  The majority of the participants reported 
that they experienced challenges during the hiring process of their current administrative 
positions.  Nine of the 10 participants shared lived experiences, which included some 
degree of a challenge as they pursued their administrative career.  Participant 5 reported 
that one of the major challenges for African American females, as she saw it, was that 
“we play by the book.”  She said,  
I would encourage them [African American women] not to take every step on the 
ladder. . . . We take every single step, before you are the director, you have to be 
the assistant then the associate director before you could get there.  Sometimes 
just make big jumps.  Just be brave.  You couldn’t land lower than where you 
were anyway.  So, don’t feel that you have to do 15 years in the trenches to get 
where you are. 
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Participant 1, a vice president of a CCC, reported, “A significant challenge I had as I 
pursued my administrative career was not having a mentor who looked like me and didn’t 
understand my students.”  Four of the 10 of the participants all reported that the biggest 
challenge was not being promoted or “looked over” at previous colleges where they 
worked.  Participant 3 reported that she, “Never had any kind of challenges.” 
 Passion.  Seven of the 10 participants reported that they took their current job in 
administration because of the passion they had for the students.  Participant 8 gave a 
description of how she started her career and how her passion had a lot to do with it:  
I started my career working at Manual Arts High School in Los Angeles, and then 
I went on to another high school in Southern California.  I think there is where I 
developed like a really strong passion for serving Black students and seeing the 
disparities. 
Many of the participants had a strong passion for students, as did Participant 2; however, 
she talked about maintaining a job in banking because it fit the schedule for her ill son.  
She went on to say,  
But that’s not where my heart was.  I really wanted to get back into education, and 
I really wanted to get back into helping students.  So, I took a job as an assistant 
because the director thought I had been out of education too long.  I took the job 
and he “paid me pennies,” but I knew with perseverance I would move up the 
ranks. 
Participant 9 noted how upper management can perceive passion as something negative:  
Your voice cannot be heard.  Anytime you’re passionate about something.  
Anytime we’re passionate and we’re trying to advocate for students.  We receive 
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pushback on something that try to stress, something that we think is a good 
opportunity for students.  We are labeled as being what we would get a lot of 
time, why are you so angry.  I’m not angry, I’m just passionate about our Black 
and Brown students. 
 Advocate for Black and Brown students.  Participant 9 also shared lived 
experiences that were an avocation for Black and Brown students.  She explained that a 
mentor gave her a job to speak to middle school students and advise them that they had 
options to go to college.  She expressed that she did not have a counselor and was not 
encouraged to go to college.  She relived the experience that she, directly out of high 
school, did not even apply for college.  Participant 9 reported that she wanted to tell those 
middle school students “and Black and Brown kids that college was an option.  And my 
heart and my passion became I never wanted another baby who looked like me to not go 
to college or not apply because they didn’t know.”  Participant 8 expressed, “I think I 
made a conscious decision then earlier in my career, I really want to have my career be 
focused on serving and supporting Black students in the education pipeline.”  She then 
noted that she went to an inner-city college as a coordinator and was over TRIO 
Programs that served largely African American and Latino high schools.  She went on to 
say, “So that’s why I made that trip and it spoke to me.  I was a counselor.” 
 Underrepresentation of African American female administrators.  Six of the 
10 participants shared lived experiences that showed there was an underrepresentation of 
African American female administrators at CCCs.  Several of the participants reported 
that when they were at a conference or training session, they were the only Black 
administrator in the room.  Participant 8 stated, “I was used to being the token in many 
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places.”  As we made executive decisions, “I was the only African American in the entire 
room,” was a statement from Participant 2.  A couple of the participants said, “We do not 
have enough representation.”  One participant shared a lived experience from when she 
was dean in a district that accommodated 50,000 multicultural students in which she was 
the only African American dean in the entire district, which had over three colleges.   
 Self-perception of African American females.  In addition to how others 
perceive African American females as leaders, six of the 10 participants also reported 
how they perceived themselves as African American females.  All six participants saw 
themselves as the voice for the entire population.  A few participants saw some sort of 
connectiveness with other African American female administrators.  Participant 7 said, 
“So I was able to make connections with Black women from other districts as well, and 
it’s important because community colleges can be difficult to navigate.  They are highly 
politicized environments.”  Participant 7 said, “We have those strong shared cultural and 
mental bonds that I think are critical for our success as African American females.” 
Summary of Findings 
 This study was guided by seven research subquestions: 
1. Why did you choose to become an administrator of a California Community College? 
2. What experiences influenced your decision? 
3. What challenges did you receive prior to becoming an administrator at a California 
Community College? 
4. What is your cultural background or ethnicity? 
5. What role did your cultural background or ethnicity play in the choice of your career? 
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6. What is the level of support you received from those of your cultural background or 
ethnicity? 
7. What is the level of support you received from those of a different cultural background 
or ethnicity? 
Subquestion 1: Why did you choose to become an administrator of a CCC?  
Most of the participants did not choose to become an administrator at a CCC.  For many, 
it was the next logical step because most of them were previously directors, deans, or 
even vice presidents of a college or university.  One participant reported that her previous 
positions included working in educational outreach and student development programs 
for over 25 years.  She had worked at 4-year private and public universities, including 
Cal States, Universities of California (UCs), and out of state;  however, she had never 
worked for a community college.  Another participant chose to work at a CCC as an 
administrator to have an impact on the decision-making process (see Table 6).  Some of 
the participants admitted that they did not choose the position, but “God opened the door 
for them.”  One participant stated, “My mother wanted me to go to college for business.”  
Major themes and a sample of responses to those themes are shown in Table 6. 
Subquestion 2: What experiences influenced your decision?  Several of the 
participants experienced working at a 4-year private or public institution; however, they 
reported that the community colleges paid more.  Two participants shared that they 
experienced not getting a promotion at the 4-year colleges because, as Participant 6 said, 
you are “kind of like stuck.”  She went on to say there is not a lot of upward mobility 
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Table 6 
Choice of Becoming an Administrator of a CCC 
Major themes Sample responses 
Traditional career trajectory “I was the director of a community based mental 
health program.  I wanted access to the education 
and job-skill training for meaningful work for this 
[Black and Brown] marginalized population.” 
Inspired by others: colleagues, 
supervisors, mentors, or board members 
“Doing another program still Trio, as an 
administrator, there was a colleague who worked 
there, who happened to be an African American 
female, was an administrator to community colleges, 
to me of another administrative position with the 
Trio programs for a community college.” 
Not initiated by parents or family “I had won a Kodak contest and wanted to go to film 
school.  My mother said, ‘You need to go to school 
for business, if you don’t, I won’t pay one thin 
dime!’” 
Not influenced by African American 
culture 
“I chose to become an administrator because I 
started to understand that as an administrator, I have 
an impact on decisions-making for the entire 
institution and not just the grad level.” 
 
 
within the 4-year structure: “It’s wherever you are.  That’s typically how people kind of 
pigeonhole you.”  Participant 5 shared that with the community college, there are a lot of 
layers between access programs.  The organizational structure is set up differently: “I 
literally have direct access to the president as a director.  I literally have direct access to 
upper management.”  One participant shared an experience that influenced her decision 
to work at a CCC as she described her position as a work study student she said, “I 
noticed that a lot of minorities and first-generation students were not asking the right 
questions about financial aid.”  They would ask, “Is my file complete?” or “Is there 
anything else I could apply for?”  However, they did not share their whole story that 
could qualify them for more financial aid.  For example, they would say that their parents 
were divorced but would not share the fact that they still lived together.  The major 
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themes and a few sample responses of what experiences influenced African American 
females to pursue an administrative position are shown in Table 7.   
 
Table 7 
Experiences That Influenced African American Females to Pursue Administration 
Major theme Sample response 
Initiated by family “I knew education was important and I wanted my 
son to get the best education possible.” 
 
 
Subquestion 3: What challenges did you receive prior to becoming an 
administrator of a CCC?  Many of the participants reported challenges as an 
administrator and as an African American female (Table 8).  They shared stories of 
believing they were not promoted because of the color of their skin or witnessing (from 
their perspective) their fellow African American female colleagues not being promoted 
because their skin was too dark or because of the way they chose to wear their hair.  The 
majority of the participants reported that they saw it as a challenge that they were always 
seen as “angry Black women” just because they were passionate or outspoken.  Only one 
participant of the 10 stated that she was fortunate and did not recall an experience that she 
considered as a challenge.  Table 8 describes the major themes and a few sample 
responses that explained challenges prior to becoming an African American female 
administrator. 
Subquestion 4: What is your cultural background or ethnicity?  All of the 
participants identified as African American or Black.  This study was based on African 
American female administrators, so the researcher sought African American female 
administrators only.  However, the wording they used to describe their ethnicity was 
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Table 8 
Challenges Prior to Becoming an African American Administrator 
Major themes Sample responses 
Self-perception “I think we have to work harder, try harder to 
be seen the same way as other cultures. “ 
No challenges “I was fortunate enough to embrace 
excellence as an administrator with no 
challenges prior to obtaining that position.” 
No challenge related to African American 
culture 
“One challenge is obtaining a promotion.  The 
community college system is extremely 
competitive.” 
Perception of other cultures or ethnicity “We were labeled as always being angry.  We 
are often asked, ‘Why are you so angry?’  I 
would reply, ‘I’m not angry, just passionate’.” 
 
 
different (Table 9).  Some of the participants chose to say they were Black.  Others chose 
to say they were African American.  One participant stated, “I am an African American 
woman.”  While another stated, “I am biracial, but I identify as Black.”  All of the 
participants were consistent with a sense of pride of being “Black.”  Table 9 shows that 
race is a major theme and shares a sample of responses of the participants.   
 
Table 9 
Cultural Background or Ethnicity 
Major theme Sample responses 
Race Black 
African American 
I am a Black woman 
I am an African American women 
I am biracial, but I identify as Black 
I am unapologetically Black 
 
Subquestion 5: What role did your culture play in the choice of your career?  
Many of the participants in the study reported that their culture did play a significant role 
82 
in the choice of their career (Table 10).  Several of the participants reported that it was 
important that they advocated for the Black and Brown students at community colleges 
because they felt those students were missing out on opportunities.  As one participant 
mentioned, “Our Black and Brown students have not been educated on how to receive the 
maximum amount of financial aid.”  Another participant reported that her culture played 
a significant role in the choice of her career: “An awakening of my awareness of my 
cultural identity and wanting to have a connectedness and find opportunities that gave me 
the ability to participate in affecting positive change in marginalized African American 
communities.”  One participant stated, “My culture did not play a role in my career 
decision in the beginning; however, it plays a critical role to stay in my leadership 
position.”  Table 10 shows sample responses and major themes discussed by the 
participants. 
 
Table 10 
Cultural Role 
Major themes Sample responses 
Black and Brown students “I want to be able to advocate for our babies 
[Black and Brown] students.” 
Educational background “My undergraduate experience was a 
predominantly White institution, and my 
graduate experience was at a HBCU.  The 
contrast of the two really kind of fostered my 
cultural role in the choice of my career.” 
 
 
Subquestion 6: What is the level of support you received from those of your 
cultural background and ethnicity?  Most of the participants shared their lived 
experiences reflecting a large amount of support from those of the same culture.  There 
was one participant who shared her lived experiences as not receiving any support from 
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those of her own culture.  Admitting she was from the South and since being in 
California, she felt ignored and found those of her same race to be rude to her, especially 
the African American females.  A majority of the participants reported that they received 
plenty of support from their village.  Many of the participants described the village as 
members of the African American community—the churches, schools, workplaces, 
family, and friends.  They also admitted that they would not be successful administrators 
without the village.  Many of the participants reported that a significant level of support 
came from their mentors.  Most of the mentors mentioned by several of the participants 
were African American women.  Again, the participants noted that they would not have 
obtained or maintained their current position without the guidance of their mentor.  Four 
of the participants reported that their mentor through the years was still their mentor and 
friend at the time of this study.  Many of the participants reported that the most 
significant level of support came from family, whether it was financial, emotional, or 
professional.  One participant stated, “I have some strong aunties in the background that 
helped me out.”  Table 11 describes the support the African American female 
administrators received from their own culture or ethnicity. 
Subquestion 7: What is the level of support you received from those of a 
different cultural background?  Most of the participants shared experiences of 
receiving a minimum amount of support from those people of a different culture or 
background.  One participant stated that she could not think of anyone of a different 
culture or background who supported her as she climbed the administrative ladder.  Some 
of the participants mentioned that upper management personnel were actually the ones 
who encouraged them to apply for an administrative position.  One participant said she 
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Table 11 
Support From Same Culture 
Major themes Sample responses 
Community support “The college community, we check on each 
other all the time, even within between 
districts.  We often have meetings at lunch 
just to see how each other are doing and 
‘getting along at their jobs.’” 
Mentor “The encouragement and mentoring that I 
received was from other Black women and 
Black female faculty from other districts.” 
Mannerisms “A dean at a CCC, she was such a 
professional.  She told me, ‘I don’t care how 
everybody else dresses, you have to dress for 
your next position.’  She helped me out with 
the mannerisms of being an African American 
women.” 
 
 
could only think of two people outside of her culture who supported her professionally.  
One was her high school math teacher and the other was a White administrator who 
encouraged her to pursue a doctoral degree.  Another participant reported that she 
received a lot of support from different people of different races and ethnicities as well as 
gender: “I had several White men in senior leadership or executive leadership positions 
who nurtured my leadership development and said they would pay for and approve for 
me to attend specialized leadership cultivation and development workshops or 
symposiums.”  The same participant stated, “They also shared with me their belief that I 
would make an exceptional vice president or executive leader.”  Table 12 describes the 
type of support the participants received from those of a different culture or ethnicity.   
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Table 12 
Support From Different Cultures 
Major themes Sample responses 
Support prior to administration “That man was very pivotal because when I 
was in fifth grade getting in trouble and 
failing math, he called my parents and simply 
stated, ‘Your daughter is very bright, and I 
want to know what I can do to help her.’” 
Support from an administrator “The first time I met her, she looked at me 
and said, ‘When are you starting your 
doctor’s degree?’” 
 
 
Summary of Dominant Themes in the Findings 
Theme 1: Perception of African American Females as Leaders 
 A majority of the administrators discussed that they were often perceived as angry 
Black women.  Many of them reported that it was because of their passion and their 
expressions.  Other participants noted that the African American culture emphasized the 
importance of giving back to their community by sharing their knowledge with others 
who were eager to learn.  The participants did not connect the African American culture 
with directly influencing their career decisions; rather, they discussed the importance of 
advocacy for their Black and Brown students.  Some of the administrators noted that, 
because of the connection to their race, they were often called to be a representative for 
their group.  Most of the administrators reported that many times at conferences, 
trainings, banquets, and meetings, they were the only African American female or, 
oftentimes, the only African American in the room.  One participant added, “We are 
expected to be the voice for every African American.” 
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Theme 2: African American Cultural Identity 
 All 10 of the participants identified as Black or of African American decent.  
Several identified with the African American culture because they acknowledged their 
cultural background and knew the history of this country and the oppression of Black 
people.  One participant shared, “That’s what really motivates me.”  Most of the 
participants related to the African American culture as the driving force for why they do 
what they do.  One of the participants said, “As a person of color, I feel it’s my moral 
obligation to reach out to my culture.”  This study explored the lived experiences of 
African American female administrators, so all participants were Black and female.  The 
phrase that each participant used to describe her ethnicity was somewhat different .  
Some of the participants identified their race as Black.  Several others stated that they 
were African American.  While another said, “I am biracial, but I identify as Black.”  A 
couple of participants also identified with the African American culture as being a Black 
woman or an African American woman.  
Theme 3: Support From the Same Cultural Background  
The African American female administrators had similar views about the strong 
support they received from those of the same culture and ethnicity.  The participants 
noted the importance of the African American traditional values that impact their point of 
view.  Furthermore, they reported that the importance of coworkers, upper management, 
family, friends, and the community (the village) and how they influenced their career.  
Several administrators connected with the African American culture with the emphasis 
on education.  Most of the participants reported the significance of education because 
their parents were actually very involved in civil rights and school desegregation.  The 
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majority of the participants revealed that they continue to depend on African Americans 
around them and their professional settings.  They also noted that African Americans had  
been helpful and supportive.  Several of the female administrators agreed that the African 
American culture has been largely supportive and has provided positive and strong 
support.   
Theme 4: Challenges During the Hiring Process 
 Many of the African American female participants reported that there were 
consistencies in their not being able to obtain a position in the college institutions.  The 
participants reported that the CCCs were challenging and extremely competitive.  All 
participants reported that just getting into the CCC system was a challenge.  Most 
participants noted that in addition to having skills and credentials, it would be a good idea 
to have a connection.  One participant reported that she really did not have a lot of 
challenges or barriers: “I just kind of think I set out with an intention and the timing was 
right.  The opportunity aligned with my ability to seek other employment.”  Only one 
participant reported that her biggest challenge was not having a mentor who was African 
American.  She noted that upper management would not understand the needs of Black 
and Brown students.  However, several of the participants had both African American 
and non-African American and both males and females as mentors.  Another 
administrator reported that her biggest challenge, before and at the time of this study, has 
always been dealing with faculty.  She explained, “I’m trained as an educator, and faculty 
may have a master’s degree in their selected discipline; however, that does not translate 
to understanding how to teach.”   
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Theme 5: Passion 
 The majority of the participants reported that they had a sincere passion to 
become an administrator of a CCC.  Many of them noted that they fell in love with the 
community college because of the student population.  Several of the participants 
reported that the community college system admitted anyone with an interest in learning, 
regardless of race, creed, socioeconomic status, religion, sexual origin, or any other 
reason.  Two participants said that “it gave them pleasure” when they started working 
with community college students.  All of the administrators reported that “helping people 
gain access to education was their main priority.”  One administrator, through working at 
a CCC, was able to merge her two passions, social work and helping others, to gain 
access to education.  
Theme 6: Advocate for Black and Brown Students 
 Although all of the participants reported an excitement for working in the CCC 
system for all students, all 10 of the participants reported that they were enthused to 
advocate for Black and Brown students.  All the participants noted an interest to do more 
for the Black and Brown students at CCCs.  All of the participants reported that the 
responsibility they had was not to look to others to take on that role.  Most of the 
participants reported that they could have an impact in policy, practice, and influence the 
lives of primarily Black and Brown students.  But more importantly, as all of the 
participants noted, the Black and Brown students of CCCs would have more confidence 
in the ability of an administrator who looks like them to help them succeed in school.  
One of the administrators stated, “Our philosophy of improving the educational 
institutions for the benefit, particularly of African American students who are often not 
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well served at all.”  Several of the participants got excited as they described “when they 
see people who look like them, and their Brown brothers and sisters get their education to 
have better careers and better incomes.”   
Theme 7: Underrepresentation 
 Some of the participants reported that there is a significant underrepresentation of 
African American female administrators in CCCs.  The participants who related to the 
underrepresentation of African American female administrators reported that there 
needed to be more of them.  Many of them wanted to make sure there were African 
American female administrators in their district.  Many of the participants reported that 
there also needed to be more African American female mentors from which students 
could receive information and guidance.  One administrator noted that the role that the 
African American culture played in the choice of her career was that there were none or 
very few African American females in her profession.  Most of the participants reported 
that they did not have enough representation.  A few of the participants recalled how they 
met once a month for lunch.  It was generally a small group of African American female 
administrators, a couple of interns, and one vice president.  Many of the participants 
noted that they mostly felt like tokens at their place of employment.  One participant 
stated, “I’m the only African American in the room 95% of the time.”   
Theme 8: Self-Perception 
 Adding to the challenges faced by African Americans, stemming from stereotypes 
of others, was the perception of self.  Many of the participants reported that the meaning 
of self-perception was how they perceived themselves as African American female 
administrators.  Many of them saw themselves as having an impact on the lives of all 
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students at a CCC.  Several of the participants saw themselves as great decision-makers.  
A majority of the participants perceived themselves as extraordinary leaders.  Although 
all the participants reported that they were viewed as angry Black women, they perceived 
themselves as passionate and expressive.  One of the participants perceived herself as 
more important than her counterparts.  She remarked, “Seriously, I can run circles around 
my counterparts.”  Most of the participants saw themselves as top performers.  Most of 
the participants noted that they knew exactly what they were doing and that they were 
good at their jobs.  One participant added, “I don’t come off as being nervous in my skin, 
and I’m grateful for that because it has helped me be successful!” 
Several administrators discussed how difficult it is for some African American 
females to connect to the CCCs because, in most cases, the emphasis is on race.  This was 
reinforced by their need to work harder to gain the same success as their counterparts.  
One African American female administrator stated, “You could have all the degrees and 
knowledge of being an executive leader; however, in this day and age, African American 
females are still denied promotions because of the color of their skin.”  Several noted  
how they are still able to have a connection with the students and staff at CCCs.  They 
said that they will continue to strive and move forward in pursuing an upper-
management-level position in the community college system.  Others stressed the 
importance of being open-minded toward others of a different cultural background or 
ethnicity and that no one person will be able to hold them back from fulfilling the dreams 
they promised to themselves or their students (see Table 13 for how the dominant themes 
align with the research questions).   
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Table 13 
Dominant Themes Alignment With Research Questions 
Research questions Themes 
Central questions: 
1. What are the lived experiences related to 
cultural influences and opportunities of 
African American females holding 
administrative positions at a CCC? 
 
2. What influences from African American 
culture motivated and contributed to 
African American females who became 
administrators of CCCs? 
 
Perception of African American females 
 
Self-perception 
 
 
Support for the same cultural background 
Subquestions: 
1. Why did you choose to become an 
administrator of a California Community 
College? 
 
Underrepresentation 
2. What experiences influenced your 
decision? 
 
3. What challenges did you receive prior to 
becoming an administrator of a California 
Community College? 
Challenges during hiring process 
4. What is your cultural background or 
ethnicity? 
African American cultural identity 
5. What role did your cultural background or 
ethnicity play in the choice of your 
career? 
Advocate for Black and Brown students 
6. What was the level of support you 
received from those of your cultural 
background and ethnicity? 
Passion 
7. What was the level of support you 
received from those of a different cultural 
background or ethnicity?  
Perception of African American as leaders 
 
 
Summary 
 Chapter IV presented the data that were collected and the findings of this 
qualitative study.  The study explored the lived experiences of African American female 
administrators of CCCs and the influences and opportunities they may have received as 
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they pursued their career as an administrator.  The study focused on the lived 
experiences, which included the influence of the African American culture, the 
challenges faced during the hiring process, and how self-perception allowed these 
African American female administrators to advocate for their students.  The target 
population was African American female administrators of CCCs.  Ten African 
American administrators participated in this study through in-depth web conference 
interviews.  An interview protocol was established complete with minimal demographic 
questions, an opportunity to share information on background, and nine interview 
questions (two central research questions and seven subquestions).  All interviews were 
recorded using three electronic devices, and notes were taken by the researcher.  Each 
recording was transcribed.  The data were analyzed for codes and were then transformed 
into themes that aligned with the two central research questions, which resulted in the 
findings of the study.  An independent review of parts of the data was conducted by a 
peer researcher who was familiar with the study to ensure intercoder reliability.  
 Findings from the study related to the lived experiences of African American 
female administrators, which generated the frequency codes and determined the themes.  
The data were coded and synthesized, which output major themes.  The analysis 
identified the lived experiences of the African American female administrators.  
 Chapter V presents a final summary of the study, including major findings, 
unexpected findings, and conclusions.  The conclusions were derived from the research 
findings and the review of the literature.  Chapter V also includes implications for action, 
recommendations for further research, and concluding remarks and reflections of the 
researcher. 
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS 
 
 This study explored the lived experiences of African American female 
administrators serving at California community colleges (CCCs) and the cultural 
influences or other opportunities that contributed to their becoming administrators.  The 
research questions asked in this study included two central questions and seven 
subquestions.  The first central question asked, “What are the lived experiences related to 
cultural influences and opportunities of African American females holding administrative 
positions at a CCC?”  The second central question asked, “What influence from the 
African American culture motivated and contributed to African American females who 
became administrators of CCCs?”  Following are the seven subquestions: 
1. Why did you choose to become an administrator of a CCC? 
2. What experiences influenced your decision? 
3. What challenges did you receive prior to becoming an administrator of a CCC? 
4. What is your cultural background or ethnicity? 
5. What role did your cultural background or ethnicity play in the choice of your career? 
6. What is the level of support you received from those of your cultural background and 
ethnicity? 
7. What is the level of support you receive from those of a different cultural background 
or ethnicity? 
The central purpose of this study was to explore the lived experiences of African 
American female administrators of CCCs and the cultural influences and other 
opportunities that contributed to their becoming administrators.  A summary of the key 
findings revealed and presented in Chapter IV was presented with regard to the central 
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questions and seven subquestions.  The conclusions, implications for future studies, and 
recommendations are included in this chapter. 
Research Methods and Data Collection Procedures 
This was a qualitative phenomenological study, which sought to discover the 
meaning, structure, and essence of the lived experiences of African American female 
administrators of CCCs and the cultural influences and opportunities they may have 
received in pursuit of obtaining and holding leadership positions.  The primary data 
collection was from in-depth web-based interviews conducted via Zoom.  The data were 
collected between March 2020 and April 2020.  Each participant was given an overview 
of the study, the required consent form, the Bill of Rights statement, and a release letter 
to audio tape the interviews.  The researcher utilized three electronic devices and also 
took notes on a copy of the interview questions.  The data were coded and analyzed, and 
the recordings were transcribed to identify themes.  To avoid bias, the researcher used 
intercoder reliability through collaboration with a peer researcher to code a portion of the 
data (McMillian & Schumacher, 2010).  
Population 
 Creswell and Plano Clark (2011) defined a population as a collection of 
individuals or objects within a certain group known to have common characteristics or 
traits.  A population in research is a group that conforms to a specific set of criteria to 
which the researcher intends to generalize the results of the research (McMillan & 
Schumacher, 2010).  The CCC system consists of 115 colleges, with a large number of 
additional campus centers and classrooms throughout the state (CCCCO, 2018).  The 
colleges are spread over a large geographical area, from mountains to coasts, and rural 
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regions to big cities.  CCCs serve over 2,100,000 students and is the largest system in the 
United States (CCCCO, 2018).  The population for this study was all CCC administrators 
who supervise and manage the community college organization.  The CCC system is 
administered by 2,301 administrators, which include presidents, vice presidents, deans, 
associate deans, and directors.  Of this number, it is estimated that there are 119 African 
American females serving in administrative positions.   
Target Population 
The target population is a particular group of people identified as the intended 
target audience.  A target population for a study is the entire set of individuals chosen 
from the overall population for which the study data are to be used to make inferences 
(Creswell, 2005).  The target population defines the population to which the findings of a 
survey are meant to be generalized.  It is important that target populations are clearly 
identified for the purposes of a research study (McMillan & Schumacher, 2010).  It is not 
realistic because of time and cost constraints to study large groups.  Therefore, the 
researcher chose population samples from within the larger group.  The target population 
for this study was 119 African American female CCC administrators who may have been 
influenced or offered opportunities from the African American culture to pursue 
leadership positions (CCCCO, 2016). 
Sample 
The sample is a group of participants in a study selected from the target 
population that the researcher intends to generalize.  According to McMillan and 
Schumacher (2010), a sampling is selecting a “group of individuals from whom data are 
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collected” (p. 129).  Similarly, Patton (2015) defined a sample as a subset of the target 
population representing the whole population. 
For phenomenological studies, Creswell (1998) recommended five to 25 
participants, and Patten (2009) suggested at least six participants.  There are no specific 
rules when determining an appropriate sample size in qualitative research.  Qualitative 
sample size may best be determined by the time allotted, resources available, and study 
objectives (Patton, 1990). 
Of the 119 African American female community college administrators, 10 were 
selected who met the criteria to participate in this phenomenological study.  All 
participants had to meet all three of the following criteria in order to participate in the 
study: 
1. They must be an African American female or identify as an African American female 
of a CCC. 
2. They must be in a leadership position of a CCC and held that position for more than 3 
years. 
3. They must have attended diversity trainings, workshops, or conferences within the 
past 2 to 3 years. 
Major Findings 
 The first central research question asked, “What are the lived experiences related 
to cultural influences and opportunities of African American women holding 
administrative positions of a CCC?”  The second central research question asked, “What 
influence from the African American culture motivated and contributed to African 
97 
American females who became administrators of CCCs?”  The major findings revealed 
the following: 
1. African American administrators of CCCs acknowledged the common stereotypes that 
influence how they are perceived.  African American female administrators, as 
leaders, were perceived as angry Black women because they overly expressed their 
passion and concern for students.  Several of the participants described how upper 
management and others in the CCC system perceived them as always angry.  Eighty 
percent of the participants described how others viewed them as having little 
knowledge of their job or as being incompetent.  African Americans administrators of 
CCCs had to work harder to prove they were knowledgeable about their job and were 
competent. 
2. African American administrators of CCCs identify with their African American 
cultural.  One hundred percent of the participants discussed their personal connection 
with their African American cultural heritage.  Each participant specified her cultural 
identity as Black or African American.  One hundred percent of the participants 
described how they are deeply connected with the values of their African American 
culture such as a strong work ethic, high achievement, and respect for their students.   
3. Unfortunately, African American female administrators have not yet overcome the 
misperception that they are always angry as leaders.  Many in the CCC system and 
others in society still perceive African American female administrators as angry Black 
women because they are passionate.  One hundred percent of the participants stated 
that they will continue to demonstrate their leadership ability throughout their careers 
until they are recognized as leaders.  Several participants discussed that this 
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misperception resulted because a large number of African American female 
administrators are extremely passionate, and there are so few in this role. 
4. African American female administrators of CCCs viewed their culture as a strength, 
rather than an obstacle during the pursuit of their administrative position.  Eighty 
percent of the participants acknowledged that they could not have been successful in 
achieving and maintaining an administrative position without the support from others 
of the same background or ethnicity.  “The village” in the African American culture is 
referred to as neighborhoods of types of ethnic enclaves found in many cities in the 
United States.  Eighty percent of the participants referred to the village as Black 
people at their school, their family, extended family members, the church, and the 
community.  A majority of the participants reported that they received a large amount 
of support from those of the same culture and ethnicity. 
5. African American female administers of CCCs overcame challenges of self-
perception.  Ninety percent of the participants described how they overcame self-
doubt by maintaining a positive attitude, attaining more skills, and/or receiving 
encouragement from colleagues, family members, and the community.  Several 
participants found that their self-perception was imposed by their own negative self-
talk:  
I am not as qualified for the job as the other candidates.  We play by the book . . . 
we take every step.  Sometimes just make big jumps.  Just be brave.  So, don’t 
feel that you have to do 15 years in the trenches to get where you are. 
6. Several African American female administrators described how the emphasis of 
diversity as a part of the mission of the CCC system was influential in the hiring 
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process.  Thirty percent of the participants noted that was how they got the position in 
the first place.  Because the students within the CCCs are from diverse backgrounds, 
the challenges of African American females and other administrators of color were 
easy to relate to. 
To further explore the essence of the African American female administrators, 
seven subquestions were used.  The following sections are a summary of responses 
generated by the subquestions. 
Summary of Findings 
Subquestion 1: Why did you choose to become an administrator of a CCC?  
Sixty percent of the participants reported how pursuing a career at a CCC was the next 
logical step.  Many of them previously worked at a 4-year private or public university and 
noted that a community college would offer an increase in pay or within the 
organizational structure; there are not a lot of layers between access programs, for 
example between the director and the president.  Twenty percent of the participants 
reported that they did not choose to become an administrator of a CCC.  They reported 
that God placed them there: “God opened the doors for me.”  A few of the participants 
reported that a colleague recommended that they apply for an open position. 
Subquestion 2: What experiences influenced your decision?  In analyzing the 
data from the research subquestion, the researcher found that most African American 
female administrators’ decision to obtain a position at a CCC was influenced by the 
inability to get a promotion at a 4-year college: “You are kind of stuck there.”  Previous 
employment was a major influence on the decision of many of the participants in this 
study.  One participant described an experience she had as a work study student and 
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noted that a lot of minorities were not advised as to how to ask the right questions 
concerning their financial aid.  This participant reported that she wanted to help minority 
students gain the proper knowledge to be successful.  Several participants reported how 
African American females have a common thread and struggle based on their differences 
from their counterparts who did not experience these obstacles. 
Subquestion 3: What challenges did you receive prior to becoming an 
administrator of a CCC?  In analyzing the data from this subquestion, only one of the 
participants reported that she did not experience any challenges prior to becoming an 
administrator of a CCC related to her culture.  However, 90% of the participants reported 
that they experienced several challenges during the hiring process.  Several noted that the 
hiring process was prejudice or bias based on the color of their skin or the way they wore 
their hair, for example in braids or locks.  Other participants reported that the perception 
of African Americans not being leaders played a role in the selection process.  One 
example was that “there were very few African American female administrators so 
naturally boards assume that African American females are not able to lead.”  A few of 
the African American female administrators emphasized the challenges that are similar to 
other candidates that have nothing to do with ethnicity: preparing for the interviews, 
demonstrating a good record of experience, and understanding the accreditation process. 
Subquestion 4: What is your cultural background or ethnicity?  This study 
was based on the lived experiences of African American female administrators of CCCs.  
Therefore, the data show that all of the participants were African American females or 
identified as African American females.  One hundred percent of the participants noted 
that they had a sense of pride for being Black.  Most of the African American female 
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administrators noted their cultural identity as critical to their personal character, which 
continued over to their professional careers. 
Subquestion 5: What role did your cultural background or ethnicity play in 
the choice of your career?  In analyzing the data from the subquestion, the researcher 
found that one participant reported that her culture did not play a role in the choice of her 
career: “My culture did not play a role in my career decision in the beginning; however, it 
played a critical role to stay in my leadership position.”  Many of the participants 
reported that their culture played a significant role in choosing their careers: “By being an 
administrator of color, it is my obligation to advocate for our Black and Brown students.”  
Several of the participants reported that they had a connection with minority students and 
could effectively create a positive change in the marginalized African American 
communities. 
Subquestion 6: What is the level of support you received from those of your 
cultural background and ethnicity?  In analyzing the data from this subquestion, the 
researcher found that most of the participants reported that they received a large amount 
of support from those of their cultural background.  Many reported that they received 
support from their family, friends, colleagues, mentors, churches, and communities.  All 
of the participants attributed a portion of their success to those in their culture who 
consistently showed them support.  Forty percent of the participants noted that they still 
correspond with their African American female mentors: “The college community, we 
check on each other all the time, even within districts.  We often have lunch meetings just 
to see how each of us are doing at work.” 
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Subquestion 7: What is the level of support you received from those of a 
different cultural background or ethnicity?  The researcher found in analyzing the data 
that the majority of the participants reported that they did not receive much, if any, 
support from those of a different cultural background.  Some of the participants noted 
that upper management, non-African American personnel, were the ones who encouraged 
them to apply for an administrative position or to pursue a doctoral degree.  Several 
participants reported that a large amount of support from those of a different cultural 
background, came from elementary, middle, and high school teachers: “Your daughter is 
very bright, and I want to know what I can do to help her.”  
Major Finding 1: African American Female Administrators of California 
Community Colleges Acknowledged the Common Stereotypes About African 
American Females That Are Barriers to Their Progress 
 The data collected from the interview responses revealed that African American 
female administrators acknowledged the common stereotypes about African American 
females.  During the interviews, each participant discussed an aspect of the stereotypical 
African American female as a widespread perception in American society.  A vast 
majority of the participants shared their insight about African American females as 
always being angry.  The angry Black woman stereotype is a trope in American society 
that portrays African American females as sassy, ill-mannered, and ill-tempered by 
nature, as described by most of the participants.  People view people with passion and an 
overly expressive nature as angry.  Also, the perception is that if a person is always 
angry, she is unable to adequately communicate, as explained by one African American 
female administrator who has been working in the CCC system for more than 25 years.  
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One participant was taken aback when a White colleague stated, “A well-spoken African 
American women spoke at the conference last month.”  The participant reported that 
people perceive African American females as ghetto or ghetto fabulous.  Other 
participants discussed the stereotype that African American females are loud, aggressive, 
demanding, and uncivilized. 
Major Finding 2: African American Female Administrators’ Lived Experiences 
Influenced Their Decision to Become Administrators of California Community 
Colleges  
 The data collected from the interviews revealed that African American 
administrators’ lived experiences influenced their decision to become administrators of 
CCCs.  During the interviews, the majority of the participants reported how previous 
employment at 4-year public and private universities influenced their decision to seek 
employment at a CCC.  The participants noted that their wages would increase and how it 
would be easier to advance to upper management.  Some participants reported how they 
could direct minorities and first-generation students to the resources that would allow 
completion of a degree or certificate from a CCC. 
Major Finding 3: African American Female Administrators Had Challenges Prior 
to Obtaining a Career at a California Community College 
 The data collected from the interview responses revealed that African American 
administrators experienced challenges prior to obtaining a career at a CCC.  During the 
interviews, several participants reported that as African American females they have to 
prove to others that they have leadership ability, while it is automatically assumed for 
White males.  One participant reported that this is because there are so few African 
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American females in leadership roles and discussed the parallels: historically, women not 
in being upper management or women not being in administrative roles.  One participant 
theorized that it took time for organizations to prepare for women to be in management, 
so it also takes time for community colleges to recognize African American females as 
equal to their White male counterparts.  Another African American female administrator 
described how her mentor, an African American female, told her she had to give a 120% 
effort while White males put in 80% effort.  This concept inspired her to work harder and 
smarter. 
Major Finding 4: African American Female Administrators of CCCs Identify With 
Their African American Cultural  
 The data collected from the interview responses revealed that African American 
female administrators of CCCs identify with their African American cultural.  During the 
interview, every participant explained that her culture is significant to her personal 
identity.  The participants identified themselves as being Black or African American.  
Each participant was raised in a unique way that identified with her culture.  Some of the 
participants eat their traditional foods, identify with their spiritual upbringing, and 
participate in family and community gatherings.  Others follow the traditions less 
accurately; however, they reported that these traditions are significant to who they are 
today.  Some African American female administrators discussed African American 
cultural aspects of strong work ethics, timidity, respect for elders, and a concern for 
working together as opposed to working individually. 
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Major Finding 5: African American Administrators’ Culture Play a Significant 
Role in Their Career Choice 
 The data collected from the interview responses revealed that African American 
administrators’ culture play a significant role in their career choices.  During the 
interview process, the majority of the participants acknowledged that their culture play a 
significant role in the choice of their careers.  The majority of the participants noted that 
because they are African Americans, they have an obligation to advocate for minority 
students of CCCs.  The participants of this study noted how they wanted to have a 
connection with the minority students of CCCs.  Many of the participants took advantage 
of opportunities that gave them the ability to participate in affecting positive change for 
minority students of CCCs.  Only one participant reported that her culture did not play a 
significant role in her choice of career. 
Major Finding 6: African American Female Administrators Received the Maximum 
Level of Support From Their Cultural Background 
 The data collected from the interview responses revealed that African American 
female administrators received a maximum level of support from those of their cultural 
background.  Many of the participants reported that they received a large amount of 
support from those of their culture.  All of the participants referred to the village.  The 
participants described the village as members of the African American community—
churches, schools, colleagues, family, and friends.  All of the participants reported that 
they would not be successful administrators without the support of those from their own 
culture.  Many of the participants noted that they received guidance and job leads from 
mentors or colleagues of the African American culture.  Also, many of the participants 
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noted that a significant level of support came from family members.  African American 
female administrators received financial, emotional, and professional support from their 
family members and from others of their culture. 
Major Finding 7: African American Female Administrators Received the Minimum 
Level of Support From Those of a Different Cultural Background 
 The data collected from the interview responses revealed that African American 
female administrators received a minimum level of support from those of a different 
cultural background.  One of the participants reported that she could not think of anyone 
of a different cultural background who supported her as an administrator.  Some of the 
participants reported that non-African Americans did not support them at all.  One 
African American female administrator was the only participant who acknowledged that 
she received support, as an administrator, from those of a different cultural background.  
The same participant reported that one upper management employee was instrumental in 
encouraging her to apply for an administrative position.  She also noted that a White male 
employee, in senior leadership, approved and paid for her to attend leadership and 
development workshops.  The participant then noted that an elementary school teacher 
and another administrator who were both White recommended she pursue a doctoral 
degree. 
Unexpected Findings 
 This study yielded a few unexpected findings about the lived experiences of 
African American female administrators of CCCs.  A small percentage of participants 
noted that education is at the forefront of exactly who they want to be.  Although a few of 
the participants described how education move doors and provides unprecedented 
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opportunities, 60% of the participants did not acknowledge the significance of education 
at CCCs.  Several of the participants noted that their parents did not attend college and 
that having an education was not instilled in them or their household.  Therefore, they 
also noted, many of their family members did not attend college, and these African 
American female administrator participants were first-generation college graduates.  
 Each African American female administrator was passionate about the mission of 
the college, positive about the future of community colleges, and dedicated to the field of 
higher education.  All of the participants reported that providing an environment for the 
students to grow and develop is rewarding.  Although many of the participants 
acknowledged the challenges they faced daily as an African American female 
administrator, all of the participants described the love they have for their current 
positions.  Even though the challenges that the administrators faced may not be resolved 
in the near future, the participants were optimistic and confident about overcoming most 
of the challenges.  
 Another unexpected finding was that only 50% of the participants revealed that 
they believed they could make a difference or have an impact on the lives of the Black 
and Brown students of CCCs.  Several of the participants revealed that African American 
boys are graduating far less than African American girls, and that they (administrators) 
need to make a difference in their boys lives as well as those of their girls.  The majority 
of the participants noted that they could advocate for the Black and Brown students; 
however, they did not report that they could actually change the lives of these minority 
students. 
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 There was another unexpected finding from the interviews with the 10 African 
American female administrators.  Eighty percent reported that gender was more of an 
interference in attaining an administrative [position than cultural background.  One 
participant stated, “The good old boys club is alive and kicking, and it is still harder to 
compete as a woman, especially as a Black woman, for an administrative position.”  
Although gender differences were not a focus of this study, it became an intricate part of 
this study based on some of the responses from the participants. 
Conclusions 
Conclusion 1: Negative Perception of African American Females Influenced African 
American Female Administrators of CCCs to Question Their Leadership Abilities 
 Based on the findings from this study and the review of the literature, it was 
concluded that negative perceptions of African American females caused African 
American female administrators to question their leadership abilities.  According to Davis 
and Maldonado (2015), “In spite of the barriers they encountered, African American 
women perform skillfully in an environment where inequities, negative assumptions and 
doubts are prevalent” (p. 49).  Through the data collection process, many of the 
participants reported how the negative perception of African American females made 
them feel that they had to tone down their passion in order to not appear angry.  Even 
though this is a misperception, the African American female administrators explained 
that they did not want to be pictured as angry all of the time.  One participant stated, “An 
angry administrator does not exemplify good leadership skills.”  The participants reported 
that they began to question their communication skills.  The respondents also reported 
that, because of negative perceptions of African American females, they felt inadequate, 
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which caused them to feel like they had to prove that they were qualified to be 
administrators.  African American females are not taken seriously at community colleges 
as administrators (Alexander-Lee, 2014).  Based on the data collection, it has also been 
concluded that although African American female administrators are not able to 
overcome a misperception, they can continue to communicate effectively without being 
loud or brassy. 
Conclusion 2: African American Female Administrators of CCCs Have Backbone 
From Their Lived Experiences, Which Contributed to Their Success 
 Based on the findings from this study and a review of the literature, it was 
concluded that African American female administrators have backbone from their lived 
experiences, which contributed to their success.  Backbone is defined by Duckworth, 
Peterson, Matthews, and Kelly (2007) as “perseverance and passion of long-term goal 
despite setbacks and plateaus” (p. 1087).  Grit (backbone) has proven to be a key factor in 
educational leadership (Duckworth & Quinn, 2009).  Through the data collection process, 
many of the participants reported that, as African American females, they had to push 
against the odds.  One administrator stated that as a woman of color and with less 
experience than most, she had to just keep going.  One respondent noted that being loud 
was perceived as a barrier—the person was thought to be uncivilized—but she did not 
focus on being loud, she just continued to prove she was a good communicator and a 
strong leader. 
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Conclusion 3: African American Administrators Have Resilience Through the 
Challenges They Faced During Their Career Advancement 
 Based on the findings from this study and the review of literature, it was 
concluded that African American female administrators have resilience through the 
challenges they faced during their career advancement.  A research-based definition of 
resilience is the ability to bounce back from difficult situations or the ability to deal with 
stressful or challenging situations (Barankin & Khanlou, 2007).  Through the data 
collection process, the participants reported how they are harder on themselves than 
others are.  One of the respondents reported, “African American females have to learn 
how to move forward once a mistake is made.”  Their resilience was developed through 
various obstacles and failures therefore strengthening their character. 
Conclusion 4: African American Female Administrators of CCCs Have a Deep 
Connection With Their African American Culture, Which Was a Source of 
Grounding and Support When They Faced Adversity 
 Based on the findings from this study and the review of literature, it was 
concluded that African American female administrators have a deep connection with 
their African American culture, which was a source of grounding and support when they 
faced adversity.  Diehl (2014) stated that, “participants’ experiences with adversity led 
them to question their own character, actions, and motives” (p. 55).  Through the data 
collection process, all of the respondents reported that cultural traits that were unique to 
their culture.  Several participants reported positive experiences with their family 
members, which was a source of grounding that contributed to their managing 
adversities.  All of the participants noted that their cultural identity allowed them to have 
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a balanced perspective on issues that were important to the CCCs they served.  The 
participants reported that being African American females represented accepting diverse 
cultures and different viewpoints. 
Conclusion 5: African American Female Administrators’ Culture Play a significant 
Role in Their Career Choice, Which Shaped Their Perspectives on Diversity at 
CCCs 
 The findings of this study and the review of literature concluded that African 
American female administrators’ culture play a significant role in the choice of their 
career, which shaped their perspectives of diversity at CCCs.  African American female 
administrators’ culture play a significant role in their career choice based on the support 
from their colleagues, community, and the church.  Many of the participants noted that 
their education began in church and Sunday School.  According to Johnson (2019), 
“Insurgent groups, primarily build on the ‘Black church,’ managed to reassure normalcy 
by instilling individual, social, and political change within the African American 
communities” (p. 37).  The lived experiences of African American female administrators 
included a strong influence of African American values that helped shape their 
perspectives and openness to diverse ideals.  All of the participants reported that diversity 
is not only expected at a CCC, but it is also a requirement in order to successfully educate 
it’s students. 
Conclusion 6: African American Female Administrators of CCCs Have Soft Skills 
From the Level of Support They Received From Their Cultural Background 
 Based on the findings from this study and the review of literature, it was 
concluded that African American female administrators of CCCs have soft skills from the 
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level of support they received from their cultural background.  Through the data 
collection process, many of the participants reported that they received a large amount of 
support from those of their own culture.  They described dimensions of listening actively, 
being relatable, communicating effectively, and establishing trust.  One participant added 
that all these attributes are helpful when teaching at a CCC.  In addition, the participants 
discussed having meaningful interactions and finding resolutions to conflicts.  Soft skills 
are defined as a combination of people skills, social skills, communication skills, and 
character personality traits, attitudes, and career attributes (Claxton, Costa, & Kallick, 
2016).  Some participants reported that African Americans learned these skills from their 
culture.  The African American communities were instrumental in teaching these skills 
on every occasion or opportunity possible, according to one of the participants.  
However, some participants reported that some African American females possessed 
these soft skills because their focus was on proving they were not angry Black females.  
In addition, many African American females described building relationships and 
connecting with others as the most critical skills they learned.   
Conclusion 7: African American Female Administrators of CCCs Require 
Additional Support From Those of a Different Culture in Order to Allow Them to 
Connect With Staff and Students 
 Based on the findings from this study and the review of literature, it was 
concluded that African American female administrators of CCCs require additional 
support from those of a different cultural background in order to connect with staff and 
students.  Through the data collection process, many of the participants reported that they 
received little to no support from individuals from a different cultural background.  One 
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participant noted that she could not think of anyone from a different cultural background 
who showed her support as an administrator.  The participants reported how they were 
not invited to attend leadership and development workshops by their non-African 
American superiors, while others of different cultures were consistently invited.  
According to Davis and Maldonado (2015), “In higher education Black women can face 
institutional opposition, devaluation, and alienation that is the result of both sexism and 
racism” (p. 50).  African American female administrators reported that if they received 
more support from their superiors and others of a different cultural background, they 
would develop a connectedness with the staff and students.  Some of the participants 
reported how they offered suggestions for improvements of the community colleges’ 
programs, and those suggestions were ignored, while others of different cultures would 
make the same suggestions, and improvements were made.  Several participants noted 
that if they received support from everyone, the CCC system would not have limited or 
an underrepresentation of African American female administrators. 
Implications for Action 
 This research found that African American administrators of CCCs have 
principles and ethics rooted in their education, which allows them to trust that any of their 
goals can be achieved through education.  They have a connection with their African 
American culture, which allows them to face diversity, develop a backbone, develop 
resilience, and learn the soft skills that helped them become administrative leaders.  The 
following implications within the body of this research would benefit women of color 
who wish to become administrators of community colleges.  In addition, these 
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recommendations could further provide core values for those in current leadership 
positions: 
1. It is recommended that each community college have a formal leadership development 
program that solicits prospective future leaders.  The program should provide 
mentoring and field experiences of other African American female administrators for 
those participating in this new program.  One of the core principles of the program 
should be the recruitment of potential leaders from a population that represents the 
diversity of the educational system.  It should also provide insight from current and 
past African American administrators, having them share their lived experiences that 
are crucial to the administrative positions.   
2. It is recommended that each community college implement cultural competence in the 
administrative curriculum to develop an understanding and promote diverse leadership 
for their staff.  
3. It is recommended that each community college change districtwide administrative 
policies at their colleges that could benefit from a cultural competence component 
such as in hiring, selection policies, and discrimination policies.  
4. It is recommended that community colleges reevaluate the mission, vision, core 
values, and diversity statements, and institutionalize new practices that support the 
diversity mission such as including the promotion of diversity in the annual 
performance evaluation of employees and adding diversity issues to agendas of 
executive staff meetings, division meetings, and department meetings.  
5. It is recommended that community colleges create a succession plan with a component 
of equity so that more women of color are afforded opportunities. 
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6. It is recommended that a mentoring program be developed using administrators of 
underrepresented groups so that there is a sustainable, qualified pool of aspiring 
leaders who are groomed with the proper influence from current presidents.  
7. It is recommended that community colleges hold forums to discuss the need for 
stability in diverse and inclusive administrators so that institutional knowledge is 
transferred seamlessly to the next generation of leaders.  
8. It is recommended that community colleges develop soft skills training for 
administrators, which include the following: (a) building relationships, (b) establishing 
connections, (c) emotional intelligence, and (d) political intelligence.  
9. It is recommended that community colleges develop strategies to instill grit/backbone 
and resilience in aspiring administrators by creating outcomes aligned with principles 
of grit and exercises designed to practice resilient behavior.  
Recommendations for Future Research 
Based on the research study, findings, and limitations, it is recommended that 
further research be conducted on African American female administrators.  The following 
recommendations for further research are suggested:  
1. Replicate this study using the population of African American female administration 
of larger community college districts in the United States. 
2. Replicate this study using retired or former African American female administrators as 
the target population.  This would determine any variances in the research, especially 
with the continual efforts and support for diversity by the CCCCO.  This would also 
support structures that were either nonexistent or not widespread in the past, so a 
comparative analysis could be conducted.  
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3. Replicate this study using an expanded geographic area so that community colleges 
within a different state could be observed.  Because California is diverse 
demographically, the study could be focused in other states or regions such as in the 
Midwest, the East Coast, or down South.  This could be a comparative analysis of the 
findings and conclusions to determine whether geographic location and demographic 
data of states or regions could change the results.  
4. Replicate this study using the population of African American male administrators.   
5. Replicate this study using the population of Latina female administrators. 
6. Replicate this study using the population of all Presidents of Community Colleges. 
7. Do a comparative analysis on the differences in lived experiences between Black and 
biracial female administrators.  This would provide further insight into the unique 
challenges of African American female administrators because they belong to more 
than one protected category. 
8. Do a comparative analysis study on older African American female administrators and 
younger African American administrators.  The age of the participants as a 
demographic was not considered in this study; however, the participants ranged in age 
based on their years of experience.  It may be beneficial to analyze how the 
differences in age influence the lived experiences, since the years of experience ranged 
from 3 to 25 years in this study.  In addition, this could be a study that assesses the 
quality of lived experiences versus the quantity of lived experiences. 
9. A study should be conducted on the perceptions of African American female 
administrators by community college boards of trustees.  The board of trustees in each 
community college district is responsible for the selection and appointment of the 
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administration.  The study could examine the qualities they seek in an administrator 
and explore their views on African American female administrators.  
10. A study on governing boards of trustees should be conducted from those who 
actually appointed an African American female administrator.  This would be a 
sensitive study because it would require personal testimony of each board member on 
how he or she voted on an important board item.  Nevertheless, this would provide 
insight into how board members justify their hiring selection and describe challenges 
of being objective when it comes to race and ethnicity.  
11. Conduct a quantitative study on measuring the success of soft skills within 
African American female administrators.  This study could uncover whether soft skills 
are important based on quantitative analysis.  Building relationships and establishing 
connections with people are generally uncovered through qualitative methods.  A 
study that uses quantitative instruments may add to the body of knowledge on the 
performance measurement of soft skills. 
Concluding Remarks and Reflection 
 This study sought to explore the lived experiences of African American females 
who became administrators of CCCs.  When I began this study, I wanted to identify the 
true essence of the lived experiences of African American female administrators.  The 
underrepresentation of African American female administrators is well documented in the 
existing literature, and the data show little to no progress; however, there are a few 
African American female administrators who were able to obtain and maintain a position 
as an administrator of a CCC.  Their unique perspectives gave insight to this 
phenomenon.   
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 The review of the literature included studies that shared why African American 
females were underrepresented in administrative positions or factors that wedged the 
scarcity of African American female administrators.  The focus of this study was to 
canvas the essence of the lived experiences of African American female administrators 
from a phenomenological approach.  The purpose of this study was neither to reveal an 
explanation of why there is an underrepresentation of African American female 
administrators nor was it to uncover the factors of the escalation of their careers to get to 
the position.  Although these variables were momentous lived experiences for some of 
the participants in the study, the purpose was to uncover the perspectives of African 
American females on becoming administrators from a phenomenological approach—the 
essence of their lived experience and conditional relations for the present and the future.  
 The difference between this study and existing research was the explanation of the 
underrepresentation of African American female administrators or the narration of their 
career path was not specified.  The emphasis was on the significance of the lived 
experiences that influenced or offered opportunities for African American female 
administrators to pursue a position at a CCC.  This study was focused on the meaning 
from a philosophical view and what others may get from the African American female 
administrators’ lived experience.  Additionally, the goal is to add to the body of 
knowledge without trying to give an explanation for a phenomenon that already exists. 
 Through in-depth interviews via web conference with 10 African American 
female administrators, I gained a clearer understanding of their lived experiences.  I 
discovered that each African American female administrator had a unique perspective on 
working at a CCC yet shared a connectedness with her cultural identity.  This personal 
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identity was viewed as a source of strength and a look through a lens in which each 
appreciates diversity and empathy toward conflicting viewpoints.  Several African 
American female administrators expressed how their understanding of being Black 
allowed them to relate to other minorities facing the same situation. 
 Through this study, I hope to inspire new leaders from all cultural backgrounds, 
genders, and any differences that cause them to feel inadequate or incapable of being 
successful.  I also hope to inspire everyone who has worked hard their entire lives yet 
was not able to get their dream job.  I encourage those who pay attention to statistical 
data or academic research that concludes it is not likely they will succeed in their career 
endeavors to push forward and do not give up.  
 I would like to encourage anyone who has been privileged by economic status, 
strong support systems, academic achievement, and other fortunate circumstances to seek 
out individuals who may believe that they are destined to fail and convince them that they 
can overcome any “bump in the road” and beat the odds that stack up against them.  I 
would also like to encourage them to please advise African American females and other 
minorities that although they may not be able to ignore prejudices and stereotypical 
challenges, they can beat the odds with expressions of strong character, confidence, 
backbone, and resilience.  
 I am forever grateful for the opportunity to learn from the 10 African American 
female administrators who beat the odds and overcame all of those bumps in the road.  
The majority of the participants faced challenges that attempted to stop them from 
achieving their goals of becoming an administrator of a CCC.  Each participant was 
intelligent, had a strong support system, and advocated for all of their students, especially 
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their Black and Brown students.  I hope this subject matter prepares someone to inspire 
more African American female leaders who have the odds stacked against them.  
Anything is possible through identifying who you are, where you come from, a strong 
support system, plus education and determination—this is the major lesson I learned from 
this study. 
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APPENDIX A 
Interview Script and Questions 
Introduction 
Good Morning/Afternoon/Evening Dr./Mr./Ms.____________________________ 
 a) Thank you again for agreeing to participate in this interview. As part of my 
dissertation research for the doctorate in Organizational Leadership at Brandman 
University, I am interviewing African American female administrators at California 
Community Colleges. 
b) The purpose of the interview is to learn about your lived experiences as an African 
American female administrator. 
c) This interview is scheduled for 30 minutes and will include two primary questions, 
with follow-up questions if further clarification or information is required.  
d) Any information that is obtained in connection to this study will remain confidential. 
All of my data will be reported without reference to an individual  
or an institution. I want to make this interview as comfortable as possible for you, so at 
any point during the interview you can ask that I skip a particular question or 
discontinue the interview.  
e) As mentioned, I will be audio recording this interview to ensure accuracy of the data 
collected. Do you have any objections to my recording of your statements? Thanks. 
 f) Do you have any questions before we begin?  
Before we begin, please briefly discuss your background and experience as an African 
American female administrator of a California community college.  
Conclusion  
Before we conclude today’s interview, is there anything else that I have not asked about 
that would help me better understand the lived experiences of African American 
administrators of a California community college?  
 
Do you have anything else to add at this time?  
I appreciate your time and support in completing this research. If you would like a copy 
of my final research findings once my research is accepted by the university, I would be 
happy to share it with you. Thank you! 
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INTERVIEW QUESTION ALIGNMENT MATRIX - AFRICAN AMERICAN 
FEMALE COMMUNITY COLLEGE ADMINISTRATORS 
PURPOSE INTERVIEW SCRIPT 
      The purpose of this qualitative 
phenomenological study was to explore 
the lived experiences of African American 
female administrators serving at 
California community colleges and to 
explore what African American cultural 
influence or other opportunities 
contributed to becoming executive 
leaders.  
     
Introduction 
Informed Consent 
Research Participants Bill of Rights 
Interview Questions 
Closing Statement 
CENTRAL RESEARCH 
QUESTION/SUB QUESTIONS 
INTERVIEW QUESTIONS 
1. What are the lived experiences related 
to cultural influences and opportunities of 
African American women holding an 
administrative position at California 
Community Colleges?  
 
Why did you choose to become an 
administrator of a California Community 
College? 
What experiences influenced your 
decision? 
What challenges did you receive prior to 
becoming an administrator of a California 
Community College? 
2. What influence from the African 
American culture motivated or inspired 
African American females who became 
executive leaders at California 
Community Colleges?  
 
What is your cultural background or 
ethnicity? 
What role did your cultural background or 
ethnicity play in the choice of your 
career? 
What is the level of support you received 
from those of your cultural background? 
What is the level of support you receive 
from those of a different cultural 
background or ethnicity? 
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APPENDIX B 
Informed Consent Form 
DATE: 
INFORMATION ABOUT: 
RESPONSIBLE INVESTIGATOR: Daria D. Reynolds 
PURPOSE OF STUDY: The purpose of this qualitative phenomenological study is to 
explore the lived experiences of African American Female administrators at California 
Community Colleges and any cultural influences and opportunities that contributed to 
them becoming executive leaders. This study will discuss the experiences, the influence 
of the African American culture, the perception of African Americans, and the barriers 
encountered by African American administrators. To know and understand how African 
Americans attained an administrative position is significant because there are so few in 
this role. It is important to understand the lived experiences of African American female 
California Community College administrators and learn how they were able to make a 
major breakthrough by reaching the top leadership position. African Americans females 
generally have the highest rate of educational achievement compared to other groups 
however, they are underrepresented as leaders of these higher education organizations.  
The need to research and study these leaders includes understanding the significance of 
being an African American female administrator. The findings from this research could 
provide inspiration to African American females and other underrepresented employee 
groups seeking to be the top leaders of their organizations. In addition, this study could 
be beneficial to the education of community college students who will benefit from more 
diversity in the leadership ranks. Uncovering the essence of the lived experiences of 
African American administrators could provide a unique perspective of serving in an 
executive leadership capacity. By participating in this study, I agree to a one-on-one 
interview with the researcher. The interview will last between 30 to 90 minutes. 
Completion of the interview will take place by 90 minutes. I understand that: a) There are 
minimal risks associated with participating in this research.  I understand that the 
Investigator will protect my confidentiality by storing any research materials collected 
during the interview process in a locked file drawer to which only the researcher has 
access. b) The possible benefit of this study to me is that my input may help add to the 
research regarding how faculty perceive service learning and provide increased evidence 
in establishing faculty interest and participation. The findings will be available to me at 
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the conclusion of the study. c) I understand that I will not be compensated for my 
participation in this study. d) You are being asked to participate in a research study 
conducted by Daria D. Reynolds, a doctoral student of Organizational Leadership from 
Brandman University. Any questions I have concerning my participation in this study 
will be answered by Daria D. Reynolds. She can be reached by email at 
dreynol2@mail.brandman.edu or by phone at 951-454-7349.  Dr. Carol Riley, EdD, is 
the faculty chairperson overseeing this research study. She can be reached by email at 
criley3@brandman.edu or by phone at 808-392-5439.  I understand that the interview 
will be audio recorded. The recordings will be available only to the researcher and will be 
used to capture the interview dialogue and to ensure the accuracy of the information 
collected during the interview. Upon completion of the study all transcripts and notes 
taken by the researcher during the interview will be shredded. My participation in this 
research study is voluntary. I understand that I may refuse to participate in, or I may 
withdraw from this study at any time without negative consequences. Also, the 
investigator may stop the interview at any time. I also understand that no information that 
identifies me will be released without my separate consent and that all identifiable 
information be protected to the limits allowed by law. If the study design or the use of 
data is to be changed, I will be so informed, and my consent obtained. I understand that if 
I have any questions, comments, or concerns about the study or the informed consent 
process, I may write or call the Office of the Executive Vice Chancellor of Academic 
Affairs, Brandman University, at 16355 Laguna Canyon Road, Irvine, CA 92618 
Telephone (949) 341-7641. I acknowledge that I have received a copy of this form and 
the Research participant’s Bill of Rights.  
 
I have read the above and understand it and hereby consent to the procedure(s) set forth.  
___________________________________________              ___________  
Signature of Participant or Responsible Party                            Date  
___________________________________________               ___________ 
Signature of Principal Investigator                                              Date 
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APPENDIX C 
Participant’s Bill of Rights 
 
 
Brandman University IRB Adopted November 2013 
 
 
 
BRANDMAN UNIVERSITY INSTITUTIONAL REVIEW BOARD 
 
Research Participant’s Bill of Rights 
 
 
Any person who is requested to consent to participate as a subject in an experiment,  
    or who is requested to consent on behalf of another, has the following rights: 
 
     1.     To be told what the study is attempting to discover. 
 
2.  To be told what will happen in the study and whether any of the procedures,      
 drugs or devices are different from what would be used in standard practice. 
 
3.    To be told about the risks, side effects or discomforts of the things that may   
             happen to him/her. 
 
4.    To be told if he/she can expect any benefit from participating and, if so, what the  
             benefits might be. 
 
5.    To be told what other choices he/she has and how they may be better or worse 
       than being in the study. 
 
     6.     To be allowed to ask any questions concerning the study both before agreeing to 
             be involved and during the course of the study. 
 
     7.     To be told what sort of medical treatment is available if any complications arise. 
 
8.  To refuse to participate at all before or after the study is started without any     
 adverse effects. 
 
9.  To receive a copy of the signed and dated consent form. 
 
10.  To be free of pressures when considering whether he/she wishes to agree to  
 be in the study. 
 
If at any time you have questions regarding a research study, you should ask the 
researchers to answer them.  You also may contact the Brandman University 
Institutional Review Board, which is concerned with the protection of volunteers in 
research projects. The Brandman University Institutional Review Board may be 
contacted either by telephoning the Office of Academic Affairs at (949) 341-9937 or by 
writing to the Vice Chancellor of Academic Affairs, Brandman University, 16355 Laguna 
Canyon Road, Irvine, CA, 92618.   
